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Problem
Both vocational choice and value system development are pro­
cesses that continue to dominate one's life-style. How do decisions 
in one area relate to those in the other? This study examined the 
value patterns held by individuals in different occupational environ­
ments, and investigated the relationship between these value patterns 
and vocational choices.
Method
Rokeach's Value Survey was administered to 180 participants 
from 49 counties in southern Michigan. Their individual value rank­
ings or profiles were classified according to the occupational envi­
ronments as defined by Holland's theory of vocational choice. Six
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
aon-parametric statistical techniques— the Kruskal-Wallis one-way 
ANOVA, the Kendall Coefficient of Concordance, W, the Spearman Rank 
Correlation Coefficient, Cattell's Coefficient of Pattern Similarity, 
the Extension of the Median Test, and the Mann-Whitney 0 Test— were 
used to analyze the data on terminal and instrumental values.
Two hypotheses were advanced for testing and validation:
(1) Persons employed in the same occupational environment show no 
difference in their value profiles, and (2) Persons employed in 
different occupational environments show no difference in their 
value profiles.
Findings
Using composite rank orders derived from medians, it was 
found that the subjects in this study considered family security as 
the most important terminal value, followed closely by self-respect 
and freedom. National security, salvation, and social recognition 
were considered least important of the eighteen terminal values.
The sample chose honest as the most important instrumental value.
Next came responsible and broadminded. At the bottom of their list 
were clean, imaginative, end obedient.
% e n  the subjects were grouped according to the occupational 
environments in which they were employed, the degree of agreement 
within each of the six occupational environments was found to be 
significant at the .001 level. When the six groups were compared 
with each other negative correlation coefficients of pattern similar­
ity described 30 out of the 32 paired comparisons, fourteen of which
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
were significant at the .05 level. Further tests revealed that 
three terminal values— a world of beauty, a sense of accomplishment, 
and an exciting life— and two Instrumental values— clean and intell­
ectual— could be used to discriminate between the six groups at 
the .05 level. Artistic and realistic persons were found to differ 
from other groups most often when their value rankings were compared.
Conclusions
The evidence gathered failed to reject the first null hypo­
thesis at the .01 level, but rejected the second at the .05 level. 
Hence, persons employed In the same occupational environment tend 
to rank their values In a similar way, while persons employed In 
different occupational environments rank their values differently 
from each other. It was not possible to characterize the value 
profiles of all the occupational groups. Further research Is 
needed, but although the findings were somewhat limited In scope, 
they nevertheless provided sufficient evidence that human values 
were correlated with occupational choice.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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CHAPTER I 
THE PROBLEM
Work is so central in the adult's life that in most cases 
one's entire life-style is deeply influenced by it. So vital is this 
aspect of living to the economy, and survival of the community, 
society, and even the nation itself, that social and behavioral 
scientists, government officials and educators have spent a con­
siderable amount of time studying the phenomenon.
Because of the far-reaching effects of work on the lives of 
individuals, entry into as well as continuance in an occupation 
becomes a very vital aspect of choice patterns. At various points in 
an individual's personal and work life crucial decisions have to be 
made. This may occur in conjunction with the early exploration of 
occupations, the narrowing down of several broad choices into a small 
number of preferences, the changing or shifting from one occupation 
to another, or the moving from one level of work to the next higher 
level of responsibility. This decision-making process in vocational 
choice is an indispensable part of one's personal growth and 
development.
The choice of a vocation is no longer a once-in-a-lifetime 
resolution, but a lifelong decision-making process. This is 
undoubtedly made more complicated by today's technological and
1
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economic advances. New jobs are being created every day while a 
large number of existing ones are becoming obsolete. The alter­
natives available to the person who wants to work are bewildering. 
Even though it may be possible theoretically for a person to choose 
the vocation he finds most fulfilling, individual limitations in 
terms of time, finance, hereditary endowments, and professional or 
vocational preparation greatly reduce the range. Add to these 
political, economic, cultural and environmental restrictions, and a 
truly free choice of one's life work is certainly very difficult.
Today's patterns of living influenced by technological and 
economic advances have brought about a change in the way human 
values are viewed, ordered, or transmitted. The family, an insti­
tution originally designated to pass on traditional values, is 
constantly adapting its structure and organization to accommodate 
the exodus of women from home to work, extended absences of parents, 
divorce, separations, as well as other influences that contribute 
to family breakdown. How do these changes affect the way people 
decide the vital issues in their lives? More specifically, how 
would changing human values influence vocational choice as a 
decision-making process?
Before the causal relationships between value systems and 
vocational choice can be examined, a correlation between them must 
first be established. Current research on this relationship has been 
scanty, and there is need for the development of a more comprehensive 
picture of the correlations between the two factors. Once the broad 
research base has been established, relationships can be further
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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studied in terms of canse-and-effeet and other experimental 
situations.
Statement of the Problem 
The purpose of this study was to examine the patterns of 
values held by individuals in different occupational environments to 
determine the relationship between these value profiles and the 
vocational choices of these individuals. To clarify the central 
problem, several questions were raised. The questions include:
1. What value profile best describes the persons employed in
a. realistic environments?
b. investigative environments?




2. Is there a difference in the value profiles of persons 
working in different occupations within each of the six 
occupational environments?
3. Is there a difference in value profiles between each of 
the six occupational groups?
Definition of Terms 
For the purposes of this study, the following operational 
definitions of terms were adopted:
1. A value is defined as "an enduring belief that a specific 
mode of conduct or end-state of existence is personally or socially
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
preferable to an opposite or converse mode of conduct or end-state of 
existence” (Rokeach, 1973, p. 5). Eighteen modes of conduct or 
behavior (instrumental values) and 18 end-states of existence (ter­
minal values) were selected for this study (see Appendix A).
2. Value profiles refer to the patterns of terminal and 
instrumental values expressed by the subjects when asked to rank the 
values in their order of importance as guiding principles in their 
lives.
3. An occupational environment refers to that set of physi­
cal settings posing special problems and stresses, and is dominated 
by a given type of personality. Each personality type— the product 
of experiences and interactions between a variety of cultural, 
environmental, and personal forces which lead an individual to prefer 
some activities as opposed to others— seeks to exercise maximally its 
skills and abilities, express its attitudes and values, and take on 
agreeable problems and roles in the occupational environment. In 
this study the term personality type is synonymous with the occu­
pational environment it dominates. Holland's (1973) typology has six 
personality types or occupational environments: realistic, investi­
gative, artistic, social, enterprising, and conventional.
4. Vocational choice designates the process of decision 
making whereby a person gathers and examines vocational information, 
studies the alternatives available and relevant to his intelligence, 
achievement, and personality, and selects the occupation he will 
pursue. The process continues as che person elects to stay in
a vocation, or change to another at some point in his life. Even
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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after retirement, the process continues as the individual seeks 
new ways to express his interest, aptitudes, and abilities. 
Vocational choice is a lifelong process.
Limitation of this Study 
This study was limited geographically to 49 counties in 
southern Michigan— Mason to Huron in the north, and Berrien to 
Monroe in the south. The population was drawn only from employed 
persons who agreed to be interviewed and tested at their place of 
work. It is necessary, therefore, to limit the conclusions of 
this study to that group.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
CHAPTER II 
REVIEW OF RELATED LITERATURE 
Introduction
Related literature in the areas of vocational choice, voca­
tional development, and values, was reviewed. In this chapter, 
the large body of research was divided into five sections:
(1) theories of vocational choice and development, (2) Holland’s 
theory, (3) values, (4) Rokeach's theory, and (5) values and voca­
tional choice.
Comprehensive Reviews on Theories of Vocational 
Choice and Development
The different theories of vocational choice and development 
have been thoroughly reviewed, summarized, and critiqued by Zaccaria 
(1970) and Osipow (1973). The research surrounding the development 
of these theories has also been plentiful as evidenced by the peri­
odic reviews by Walz (1963), Perrone (1966), Tennyson (1968), and 
Holland (1969), all of which have been reported in the Review of 
Educational Research. Brown (1970) devotes a whole monograph to a 
review of students' vocational choices. Herr (1970), as well as 
Jepson and Dilley (1974), have thoroughly reviewed the state of the 
art from the standpoint of decision making.
The bibliographies listed by the foregoing authors are 
extensive. In fact, so much has been done from so many diverse
6
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approaches and philosophies that unless the literature is classified 
into convenient categories, an understanding of the basic concepts 
and ideas in this field of study is almost impossible. In this 
respect, Roth, Hershenson, and Hilliard (1970), following an earlier 
suggestion by Hewer (1963) , came up with a system which had 
proved most useful, subdividing theories and studies into five 
generic categories: (1) social-psychological approach, (2) develop­
mental personality approach, (3) self-concept identity approaches,
(4) needs and values, and (5) decision making approaches.
It seems appropriate that the major theories be reviewed here 
to reflect the great diversity of views held by thinkers in the field 
at this point and to differentiate vocational choice from vocational 
development. Vocational choice theories tend to concentrate on the 
dynamics of choice and emphasize it as a distinct event. On the 
other hand, vocational development theorists regard choice as being a 
life-long process involving many decisions at different stages of a 
person's development. Both of these viewpoints serve as convenient 
classification systems for grouping theories for review in this 
chapter.
Theories of Vocational Choice 
Nonpsychological Theories of Vocational Choice
Crites (1969) classifies the theories of vocational choice 
into three main categories: (1) nonpsychological, (2) psychological,
and (3) general. He defines nonpsychological theories as those 
"which activate choice phenomena through the operation of some system 
which is external to the individual." (Crites, 1969, p. 79). These
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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are the theories in which the characteristics of the individual are 
not considered to be either directly or indirectly related to choice 
and the individual enteres an occupation solely because of the opera­
tion of environmental factors. Among the factors considered most 
vital in this group of theories are (1) chance or contingency,
(2) the laws of supply and demand, and (3) the folkways and insti­
tutions of society.
The accident theory. This theory, often given as an explana­
tion for entry into an occupation by laymen, emphasizes the lack of 
plans on the part of the individual who takes up a particular occu­
pation. The entry often comes about as a result of a series of 
unforeseen circumstances or events. Some of these events include 
che unexpected inheritance of a large sum of money, the outbreak of 
a war, depression, the contraction of a serious disease, a business 
failure, or any event of an unplanned or unpredicted nature. Also 
included within this theory are specific circumstances or contingency 
factors which led the individual into choosing the occupation, like 
the availability of appropriate training facilities to prepare for 
the occupation, an invitation to work with a relative or friend, and 
unexpected openings within the company where the person was already 
working. Occupational sociologists like Miller and Form (1951) , and 
Caplow (1954) are mentioned by Crites (1969) as giving plausibility 
to this theory for explaining the vocational choice phenomena.
Economic theories. Proponents of this theory hold that given 
complete freedom of choice, the individual will often select the 
occupation which will bring him the greatest advantages. Merits and
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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shortcomings are weighed for each possible employment opportunity, 
and the one with the greatest net advantage— usually in terms of 
income and wages— is chosen. Using remuneration as a criterion, 
vocational choice would therefore depend upon the supply and demand 
conditions of the labor market. While this theory may sound logical 
at the surface, realists like Clark (1931) are quick to point out 
that the individual cannot really make a free choice because it is 
not possible for him to get all the information about an occupation 
or possess all the financial resources to pursue the technical 
training or advanced education needed to work at the skilled level.
As such, the vocational choice can be made only from a very limited 
viewpoint.
Cultural and sociological theories. Theories in this cate­
gory emphasize the social and cultural influences upon vocational 
choice. As early as 1947, Lewin pointed out the importance of group 
goals, group standards, group values, and group perceptions of its 
relationships to other groups. Lipsett (1962), in his review of 
published sociological information most relevant for counseling 
psychology, indicates that such factors as social class, home, school, 
community, pressure groups, and an individual's own role perception 
are vital considerations. Crites (1969), citing the work of Miller 
and Form (1951), outlines the importance of the school as an agent 
not only of socialization, but also of vocationalization through the 
system of values transmitted to the individual. He then underscores 
the fundamental part played by the family in shaping vocational 
choices, citing the work of Friend and Haggard (1948), Ginzberg 
et al., (1951), Super (1953), Roe and Siegelman (1964).
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Psychological Theories of Vocational Choice
Trait and factor theory. Proponents of this approach hold 
that people haye different traits and each occupation requires a 
unique set of characteristics of its members. Hence the task of 
vocational guidance is that of matching people with jobs (Zaccaria, 
1970, p. 26). One of the earliest proponents of this theory was 
Parsons (1909, p. 5), who held that the process through which a 
person goes in choosing a vocation consists of three parts:
(1) a clear understanding of himself, his aptitudes, 
abilities, interests, ambitious, resources, and limitations.
(2) a knowledge of the requirements and conditions of 
success, advantages, and disadvantages, compensations, oppor­
tunities, and prospects in different lines of work.
(3) a process of careful reasoning about the relations 
of these two groups of facts.
This approach, perhaps the most long-standing, has been appealing in 
terms of its simplicity and pragmatism, and has provided the essen­
tial framework for the development of testing and psychometric 
assessment, occupational information systems, and vocational coun­
seling approaches. Until the last 20 years, this approach largely 
dominated the thinking of theorists of vocational choice^
Psychoanalytic theory. In this approach, using psycho­
analytic theory as a conceptual framework, theorists have held that 
people choose their vocations on the basis of two defense mechanisms—  
sublimation and identification. Instinctual needs, though socially 
unacceptable, often find their expression through sublimation in 
occupations providing socially acceptable outlets. For instance, 
voyeuristic needs of an individual might be satisfied by his choosing 
to be a photographer, or needs for exhibition could find their
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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expression in the occupational choice of actor, and a person con­
cerned with toilet training could become a toilet fixture salesman. 
Identification is important in the sense that the person with whom 
the individual sympathetically relates or affiliates plays a critical 
role and often influences the direction taken in the act of sub­
limating an occupational choice (Zaccaria, 1970, p. 29).
Most reviews cite Brill (1949) as the major contributor to 
chis approach, but his system has since been made more comprehensive 
by Bordin, Nechmann, and Segal (1963) who view work as sublimation in 
a much broader sense than does Brill, and specify the aspects of work 
which satisfy various needs.
According to Zaccaria (1970) this approach is not without 
dissenters. As early as 1943, Hendrick felt that the sublimation- 
identification explanation of occupational choice was inadequate, and 
proposed a work principle derived from the mastery instinct in which 
man has a need to control, change, and develop his environment 
through intellectual and neurological processes. Meadow (1955), 
while recognizing that vocational choice reflects an individual's 
personality, propounded that other factors also influence decision 
making.
At any rate, proponents of the psychoanalytic explanation of 
occupational choice assume that the normal individual will experience 
little, if any, difficulty with vocational choice, and if problems 
should arise, they are merely symptomatic and of secondary importance, 
and will naturally be resolved when the deeper psychological problems 
with conflict, ego defense mechanisms, and other similar dynamics are 
taken care of (Zaccaria, 1970).
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Need-drlve theories. Proponents of this approach view the 
individual as having one, several, or many needs which, in turn, are 
transformed into drives which force a person toward need-satisfying 
objects, persons, or activities. Forer (1953) proposed that occupa­
tional choice or the lack of it is fundamentally a personal process, 
whereby the individual expresses his basic personality and satisfies 
his basic needs— often without being aware of why he has been behaving 
the way he has— and as such, is somewhat blind, impulsive, emotional, 
and sometimes impractical. Schaffer (1953), studying the relation­
ship between job satisfaction and need satisfaction, identified job- 
oriented needs like recognition, affection and interpersonal 
relationships, mastery of achievement, dominance, self-expression, 
economic security, and independence and postulated that the extent of 
a person's general job satisfaction was determined by the degree to 
which the person's two or three strongest needs were satisfied.
Maslow (1954) and Allport, Vernon, and Lindzey (1951), though not 
directly alluding to vocational choice, proposed that individuals 
made their decisions (including vocational choice, of course) on the 
basis of their system of needs and general personality orientation.
Roe (1957), building on Maslow's need theory and drawing from 
psychoanalytic as well as developmental psychological theories 
proposed, among other concepts, that: (1) all accomplishment is
based upon unconscious as well as conscious needs, (2) needs satis­
fied routinely as they appear do not develop into unconscious moti­
vators, and (3) needs, the satisfaction of which is delayed but 
eventually accomplished, will also become unconscious motivators.
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depending largely upon the degree of satisfaction felt. This will 
depend, among other things, upon the strength of the basic need in 
the given individual, the length of time elapsing between arousal and 
satisfaction, and the values ascribed to the satisfaction of this 
need in the immediate environment.
Roe (1957), tracing back to (I) early experiences of children 
with their parents in terms of emotional concentration on the child 
(overprotection or overdemanding), avoidance of the child (rejection 
and neglect) and acceptance of the child (casual acceptance and 
loving acceptance), (2) the relation of parental attitudes and need 
satisfaction, and (3) parental handling and adult behavior patterns, 
concluded that
Depending upon which of the above situations are experienced, 
there will be developed basic attitudes, interests and capa­
cities which will be given expression in the general pattern 
of the adult's life, in his personal relations, in his emotional 
reactions, in his activities, and in his vocational choice 
(Roe, 1957, p. 216).
In other words, as Crites (1969) expressed it:
The way in which the individual leams to more or less 
automatically (unconsciously) satisfy his needs determines 
which of his special abilities, interests, and aptitudes he 
will follow and develop. Needs which the parents fill rou 
tinely as they appear have little effect upon the factors 
which determine an individual's vocational behavior, but 
needs which they satisfy (1) only minimally or (2) with 
delay become unconscious motivators and directly influence 
the individual's preference for activities which involve 
working with things or with people and which are the basis 
for vocational choice (Crites, 1969, p. 97).
Hoppock (1967) extensively reviewed the theories of voca­
tional choice as well as the thinking of theorists on vocational 
development and came to the conclusion that while all of the pioneer 
attempts were based upon some evidence, all of them would require
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much more evidence before any one of them could be regarded as 
established. The existence of several conflicting theories suggested 
to him the possibility that there might be some truth in all of them. 
Accordingly, he formulated a composite theory with ten propositions:
(1) Occupations are chosen to meet needs.
(2) The occupation that we choose is one that we believe 
will best meet the needs Chat most concern us.
(3) Needs may be intellectually perceived, or they may 
be only vaguely felt as attractions which draw us in certain 
directions. In either case, they may influence choices.
(4) Vocational development begins when we first become 
aware that an occupation can help to meet our needs.
(5) Vocational development progresses and occupational 
choice improves as we become better able to anticipate how 
well the prospective occupation will meet our needs. Our 
capacity thus to anticipate depends upon our knowledge of 
ourselves, our knowledge of occupations, and our ability 
to think clearly.
(6) Information about ourselves affects occupational 
choice by helping us to recognize what we want and by 
helping us to anticipate whether or not we will be sue 
cessful in collecting what the contemplated occupation 
offers to us.
(7) Information about occupations affects occupational 
choice by helping us to discover the occupations that
may meet our needs and by helping us to anticipate how 
well-satisfied we may hope to be in one occupation as 
compared to another.
(8) Job satisfaction depends upon the extent to which 
the job that we hold meets the needs that we feel it 
should meet. The degree of satisfaction is determined
by the ratio between what we have and what we want.
(9) Satisfaction can result from a job which meets our 
needs today or from a job which promises to meet them in the 
future.
(10) Occupational choice is always subject to change when 
we believe that a change will better meet our needs (Hoppock, 
1967, pp. 114, 115).
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Hoppock did admit that what he had developed was a series of specula­
tions with a focus upon occupational choice as a means of satisfying 
needs, rather than a comprehensive set of hypotheses. He further 
recognized that values, participation in an occupation, association 
with people in various occupations, educational experiences, psycho­
logical factors and broad economic, sociological and cultural factors 
ronstitute other significant determinants of occupational choice.
Theories of Vocational Development 
The division between vocational choice and vocational develop­
ment theories is artificial and arbitrary. Vocational development 
theories can be viewed as theories of vocational choice with a 
developmental or long-range perspective. Each individual is viewed 
as going through a number of different periods, phases, and life 
stages, and vocational development is but one aspect of the many 
facets of development of the person. Vocational development is 
dynamic with the individual going'through a series of occupations or 
career choices over an entire lifetime. As Zaccaria (1970) suggests,
the adequacy of a person's work life is not determined by 
quality of a single occupational choice; it is defined by 
the total life style, including the work style, that he 
develops (Zaccaria, 1970, p. 37).
Antecedents to Theories of Vocational Development
Zaccaria (1970) pointed to the earlier work of Terman (1926)
and Lazerfeld (1931) as pioneering a developmental approach to the
study of work, work-related activities, vocational development, and 
general growth in occupational thinking. The most significant 
breakthrough was attributed to the work of Buehler (1933) who
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identified psychological life stages. Sociologists Davidson and 
Anderson (1937) and Bell (1938, 1940) studied vocational behavior.
In the early 40's, Carter (1940, 1944) worked in the area of voca­
tional choice and aspiration, while Bordin (1943) proposed a develop­
mental theory concerning the emergence of vocational interests.
Super (1942) began his research on occupation during that period, 
also.
Hollingshead (1949) identified the influence of status on 
educational and occupational opportunity and the development of the 
individual during the school years and early work years in the 
classical study entitled "Elmtown's Youth." In the same year (1949), 
Friend and Haggard, also using case histories, studied the relation­
ship between occupational adjustment and family background. The year 
1950 saw two more breakthroughs in the studies on human development. 
Erickson came forth with his psycho-social stages and Havighurst 
proposed his developmental tasks. Together they added a growth- 
development dimension to thinking on vocational choice.
Developmental Personality Theory
Ginzberg's theory. Ginzberg, Ginsburg, Axelrod, and Herma 
(1951), after a comprehensive study of the literature of vocational 
guidance,
. . . came to the conclusion that the movement was severely 
handicapped because both investigators and practitioners 
were working without the help of any theory at all or 
with several limited theories (1951, p. 442).
They felt that the time was ripe to venture the attempt of developing
"a general theory of occupational choice" (Ginzberg, 1952, p. 442),
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and came up with a theory with three simple but basic elements:
(1) occupational choice is a process, (2) the process is largely 
irreversible, and (3) compromise is an essential aspect of every 
choice. From their study of the vocational decisions of individuals 
from about the age of 11 on, they found that the process of occu­
pational decision-making could be analyzed into three periods—  
fantasy choices (before 11); tentative choices (between 11 and 17); 
and realistic choices (between 17 and young adulthood, when a person 
finally determines his choice). Analyzing the tentative period 
further, they identified four distinct stages--interests, capabil­
ities, values, and transition. They discerned that within the 
realistic period there were three stages— exploration, crystal­
lization, and specification.
Concerning the second generalization, they felt that the 
irreversibility of choices grew out of the pressures of reality which 
introduce major obstacles to any alterations in career directions. 
They cited the example of the second-year medical student as a case 
in point. Certain changes in career plans would not only be diffi­
cult in terms of decision, but there would be serious emotional 
barriers to such a shift which could so easily taken on the quality 
of failure and present a threat to self-esteem.
Their third contention that every occupational choice is of 
necessity a compromise reflected the concept that people usually 
choose career paths that correspond to their interests, capabilities, 
values, and goals in the light of opportunities, limitations, contri­
butions and satisfactions in life and work. Though by no means per-
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feet, their theory did spark off a considerable amount of thinking, 
reactions, research, and new theories.
In response to some criticisms, Ginzberg (1972) suggested 
three conceptual changes to his theory. He expanded the time dimen­
sion of vocational choice to a life-span phenomenon rather than 
limit it to the late-adolescent-early-adulthood period. He toned 
down his proposal of irreversibility of decisions to only include 
those that involve expenditures of time and resources. His concept 
of compromise was modified to mean optimization— a continuing 
search for the best fit between the opportunities available to the 
individual and his personal preferences.
Self-Concept Identity Theories
Super's theory. Super (1953) in his presidential address at 
the annual meeting of the Division of Counseling and Guidance, The 
American Psychological Association, reviewed the work of Ginzberg and 
his associates and pointed out some of the limitations of their 
theory. He then set forth the elements for an adequate theory of 
vocational development, emphasizing the term "development" because to 
him this concept enveloped the ideas of preference, choice, entry, 
and adjustment. He also introduced the concept of vocational maturity 
to denote the individual's degree of development from the time of his 
early fantasy choices in childhood to his decisions about retirement 
from work in old age (Super, 1955).
The next development in his theory pointed out that as the 
individual matures vocationally, he passes through a series of life
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stages, each of which corresponds to some phase in the development of 
his self-concept (Super, 1957). Ramifications of Super's ideas and 
thinking were brought together in a monograph published by the College 
Entrance Examinations Board in 1963. Super's basic theory of voca­
tional development as set forth in 1952 contained ten propositions;
(1) People differ in their abilities, interests, and 
personalities.
(2) They are qualified, by virtue of these characteristics, 
each for a number of occupations.
(3) Each of these occupations requires the characteristic 
pattern of abilities, interests, and personality traits.
There must be tolerances wide enough, however, to allow 
both a variety of occupations for each individual and a 
variety of individuals in each occupation.
(4) Vocational preferences and competencies, the situ 
ations in which people live and work and, hence, their self- 
concepts change with time and experience, making choice and 
adjustment a continuous process.
(5) This process may be summed up in a series of life stages 
characterized as those of growth, exploration, establishment, 
maintenance, and decline. And these stages may in turn be 
subdivided into
(a) the fantasy, tentative, and realistic phases of
the exploratory stage, and
(b) the trial and stable phases of the establishment
phase.
(6) The nature of the career pattern is determined by
the individual's parental socioeconomic level, mental ability, 
and personality characteristics, and by the opportunities to 
which he is exposed.
(7) Development through the life stages can be guided, par­
ticularly by facilitating the process of maturation of abilities 
and interests and partly by aiding in reality testing and in 
the development of the self-concept.
(8) The process of vocational development is essentially that 
of developing and implementing a self-concept. It is a compro­
mise process in which the self-concept is a product of the 
interaction of inherited aptitudes, neuro and endocrine make-up.
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opportunity to play various roles, and evaluations of the extent 
to which the results of role playing meet with the approval of 
superiors and fellows.
(9) The process of compromise between individual and social 
factors, between self-concept and reality, is one of role 
playing, whether the role is played in fantasy, in the counseling 
interview, or in real-life activities such as school classes, 
clubs, part-time work, and entry jobs.
(10) Work satisfactions and life satisfactions depend 
upon the extent to which the individual finds adequate 
outlets for his abilities, interests, personality traits, 
and values; they depend upon his establishment in a type 
of work, a work situation, and a way of life in which he 
can play the kind of role that his growth and exploratory 
experiences have led him to consider congenial and appro 
priate (Super, 1953, p. 89).
Modifications and additions have been made ever since 1953.
In 1957, the following postulates were advanced (Zaccaria, 1970,
pp. 51-52):
Stages of Vocational Development 
in Super's (1957) Theory
1. Growth Stage (Birth to 14 A period of general physical and
years): mental growth.
A. Prevocational Substage No interest or concern with voca-
(Birth to 3): tions or vocational choice.
B. Fantasy Substage (4-10): Fantasy is basis of vocational
thinking.
C. Interest Substage (11- Vocational thought is based on
12): the individual's likes and dislikes.
D. Capacity Substage (13- Ability becomes the basis for voca-
14): tional thought.
2. Exploration Stage (15 to 24 General exploration of work,
years):
A. Tentative Substage (15- Needs, interests, capacities,
values, and opportunities become 
bases for tentative occupational 
decisions.
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Transition Substage (18- 
21):
C. Trial Substage (22-24):




4. Maintenance Stage (45 to 
65 years):
5. Decline Stage (65 to death): 
A. Deceleration (65-70):
a. Retirement (71 on):
Reality increasingly becomes a 
basis for vocational thought 
and action.
First trial job is entered after 
the individual has made an initial 
vocational commitment.
The individual seeks to enter a 
permanent occupation.
A period of some occupational 
changes due to unsatisfactory 
choices.
A period of stable work in a given 
occupational field.
Continuation in one's chosen 
occupation.
A period of declining vocational 
activity.
A cessation of vocational activity.
In 1960, this statement on vocational behavior from The Voca­
tional Maturity of Ninth Grade Boys further expanded Super's theory:
1. Vocational behavior, like other behaviors, develops
over time, through processes of growth and learning which provide 
the individual with a behavioral repertoire.
2. Vocational behavior develops from less complex and less 
effective behavior to more complex and more effective behavior 
with increasing age from childhood well into adulthood.
a. Vocational behavior becomes increasingly reality- 
oriented.
b. Vocational behavior becomes more specific, less 
general.
3. As the individual becomes capable of increasingly com­
plex vocational behavior, he becomes ready to progress from 
one life stage to another.
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a. Each life stage makes characteristic demands upon 
the individual.
b. Acquiring the behavioral repertoire required to cope 
with the behavioral demands of a particular life stage 
(i.e., the vocational developmental tasks of that life stage) 
is prerequisite to success in handling the behavioral demands 
of the next life stage.
c. Progression from one life stage to the next depends
on a combination of readiness for more complex vocational
behavior and encountering the societal demands of the next 
life stage.
4. The vocational development of an individual may be 
evaluated with reference to the maturity of his vocational 
behavior. This may be done on a normative basis following—
a. A determination of the vocational developmental 
tasks characteristic of each life stage.
b. A determination of the behaviors engaged in by 
individuals who are coping with the same developmental 
tasks.
c. A qualitative evaluation of the presumed com­
plexity and effectiveness of such behavior.
5. The more highly developed the behavior, the more effective
it will be. Vocational maturity is, therefore, a predictor of
vocational adjustment.
5. Vocational behavior is the result of a variety of 
determinants.
a. Some determinants, such as intelligence or socio­
economic status, are more important than other determinants.
b. Determinants vary in importance from one life stage 
to another.
c. Determinants interact in affecting vocational be­
havior .
7. Vocational behavior is not entirely subsumed under a 
dealing-with-vocational-developmental-task classification 
(Super and Overstreet, 1960, pp. 7-8).
In 1963, on the basis of further research on self-concepts and
vocational development. Super advanced the following conclusions:
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(1) Agreement between one's concept of oneself and of occupations is 
related to occupational preferences and choices, to self-esteem, and 
to both internal and external criteria of success and satisfaction.
(2) Agreement between the self-concept and the occupational role 
concepts of key persons is not related to external criteria of suc­
cess. (3) Vocational self-concepts are a function of how one receives 
the occupational role expectations of key persons, and are a function 
of establishment in the occupation. (A) The realism of self-concept 
increases at varying rates during adolescence and is related to the 
strength of certain needs. (5) Agreement between concepts of one's 
self and of one's parents is related to type of vocational interest 
(Super, et al., 1963, p. 11).
Tiedeman's theory. Tiedeman (1961), together with O'Hara 
(1963), adopting the stage thinking of Ginzberg, Super, and Erickson, 
approached vocational development theory from the angle of decision 
making and adjustment in occupations. They conceptualized career 
development as unfolding as the individual resolved a group of (a) 
general psycho-social crises, (b) occupationally related special 
aspects of general psycho-social crisis, and (c) a life-long series 
of problems or decisions (Zaccaria, 1970). They viewed career develop­
ment as self-development in relation to choice, entry, and progress 
in educational and vocational pursuits. According to Hoppock (1973), 
Tiedeman and O'Hara modestly disclaim having a theory. They did 
propose, however, that the decision-making process in vocational 
development could very well be divided into two periods: (1) anti­
cipation, and (2) implemention and adjustment.
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Of the first period Tiedeman (1961) said.
Anticipatory behavior may itself profitably be analyzed 
into subaspects or stages. Relevant stages are those of 
exploration, crystallization, and choice. During explora­
tion, activities are somewhat random and probably very 
acquisitive. As patterns begin to emerge in the form of 
alternatives and their consequences, we speak of crystal­
lization. Finally, with clarification and commitment, choice 
occurs and a person begins to organize or to specify in 
preparation for the implementation of his choice (Tiedeman,
1961, p. 16).
Of the second period, that of implementation and adjustment, 
Tiedeman (1961) said.
Imaginative concerns come face to face with reality 
on the day of initiation of Implementation; a stage of 
induction begins. Superiors and colleagues associated 
with the position a person elects to fill start the pro 
cess of perfecting their expectations for him. Eventually, 
however, a person ascertains that he is accepted; he 
"arrives," so to speak. A transition or metamorphosis 
occurs. The primary mode of reaction is no longer 
responsive; it becomes assertive. As the need for 
assertiveness subsides, however, a state of maintenance 
ensues; ensues; status call reigns as possible. Equili­
brium is reestablished (Tiedeman, 1961, p. 17).
Thus the course of career development has been characterized 
by continuities as the person moves from one developmental stage to 
another.
Decision-Making Theories
As Jepsen and Dilley (1974) have pointed out, during the 
1960's a number of vocational theorists speculated that the processes 
of preparation for an entry into work roles could be understood 
better by employing concepts suggested by psychological decision 
theory. They summarized eight prominent vocational decision-making 
models, dividing them into two main groups. In the first.
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descriptive vocational decision-making models, they included the work 
of Tiedeman and O'Hara (1963), Hilton (1962), Vroom (1964), Hsu 
(1970), and Fletcher (1966). Under the second category, prescriptive 
models, they included the models of Katz (1963, 1966), Gelatt (1962), 
and Kaldor and Zytowski (1969). Only two of these are reviewed in 
this study because of their relevance in terms of values.
Gelatt's theory. Although discussed more in the terms of 
counseling and the choice process, Gelatt's (1962) model of 
decision making has implications for conceptualizing vocational 
choice within a decision theory framework. He maintains that there 
are two prerequisites to any decision-making model: (1) There is an
individual about whom a decision is required. (2) There are two or 
more possible courses of action to be taken, and the decision is to 
be made on the basis of the information.
Borrowing ideas from Cronbach and Gleser (1957) he maintains 
that there are two kinds of decisions: (1) investigatory (calling
for additional information), and (2) terminal (final). The investi­
gatory decision often becomes a cycle, involving information gather­
ing and decision making, until a terminal decision is made. Even the 
terminal decision itself could be cyclic, since the decision itself 
might yield additional information which, in turn, would serve to 
modify the terminal decision further. From Bross (1953) he has 
borrowed the idea that the process of deciding requires (1) a pre­
dictive system— assessing the possible alternative actions, the 
possible outcomes, and the probabilities; (2) a value system— weigh­
ing the desirability associated with outcomes; and (3) a decision
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criteria— to integrate and select an appropriate action. Integrating 
the systems of Cronbach, Gleser, and Bross together, he presents a 
very viable decision-making framework, not only for counseling, but 
also for vocational decision making.
Katz's model. In an earlier article, Katz (1954) described 
the career decision-making process as being (1) prompted by the 
cultural system, (2) motivated by the individual's needs and drives 
and by his anticipation that these can be satisfied via this trans­
action with the environment, (3) mediated by symbols that permit the 
individual to translate his evaluation of past events into expect­
ations for the future and enable him to try out a role without irre­
vocable commitment to it— thus bringing the future into the psycho­
logical presents, (4) shaped by differentiated characteristics of 
individuals and of options for choice, (5) resolved when a new 
equilibrium has been established. In 1963, Katz added to his model 
the concept that the individual's value system is the single syn­
thesizing element that orders, arranges, and unifies his perceptions 
of cultural promptings, motivating needs, mediating symbols, differ­
entiating ‘characteristics, and sense of resolution. This value 
system also relates perceptions to self-concepts and accounts most 
directly for particular decisions or for a mode of choosing.
According to Katz (1963),
Although the role of an individual may be composed of 
and described in terms of many attributes, the individual's 
values are the mediating force that binds the attributes 
together, weights them, organizes them, integrates them, 
and enables them to be activated in an organismic way in 
decision making (Katz, 1963, p. 17).
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While Katz does not completely agree with Ginzberg concerning when 
values play a dominant role, they both agree that values indeed play 
a very significant part. In 1963, Katz quoted Ginzberg (1951) as 
saying.
The foundation of an effective occupational choice 
must lie in the values and goals of an individual, for 
it is these that enable him to order his current achieve­
ment with reference to the future. The essential element 
in occupational decision making is the effective linking 
of present action to future objectives. Certainly, capa­
cities and interests must be considered, but Che individual 
will not make an effective occupational choice unless he 
has support from his value system (Katz, 1963, p. 17).
Stressing the importance of values in guidance, Katz (1963) 
himself said:
If values are truly the major synthesizing element in 
decision making; if they order, arrange, and unify the 
student's perceptions of traits and social forces; if they 
muster these perceptions for a particular decision or for 
a mode of choosing— then indeed the student's exploration 
and examination of values must be of prime concern for 
guidance (Katz, 1963, p. 17).
An Interdisciplinary Theory of Vocational 
Choice and Development
A conceptual framework. Blau and his associates (1956), in 
answer to the question, "Why do people enter different occupations?" 
constructed a "conceptual framework" from the perspectives of psycho­
logy, economics, and sociology. To call attention to different kinds 
of antecedent factors and the exact relationships between them as 
determined by empirical research, the comprehensiveness of the scheme 
was illustrated by a flow chart (Blau, et al.. 1956, p. 534), which 
can be summarized thus :
1. Occupational entry is not determined solely by the 
individual's preferences, but rather, it results from the
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interaction of two processes— vocational choice and occupa­
tion selection.
2. The process of vocational choice involves a com 
promise between the individual’s hierarchy of preferences 
and his hierarchy of expectations.
3. Eight factors determine occupational entry:
a. The first four pertain to occupations. They are:
i. formal opportunities (demand for new members in 
the occupation)
ii. functional requirements (technical qualifications 
needed for optimum performance of occupational tasks)
iii. nonfunctional requirements (criteria affection 
selection not relevant to actual performance)
iv. amount and types of rewards (income, prestige, 
power, opportunities for advancement, congenial fellow 
workers, emotional gratifications, and other employ­
ment conditions).
b. The second four factors characterize individuals.
These are:
i. occupational information (knowledge about 
requirements for entry, the rewards offered, and 
opportunities for employment and advancement)
ii. technical qualifications
iii. social role characteristics (Harvard accent 
or skin color, etc.)
iv. reward value hierarchy (value orientations that 
determine the relative significance of different kinds 
of rewards and the attractive force exerted by them) 
(Blau, et al., 1956, p. 534).
Holland’s Theory
A Theory of Careers
Holland’s theory of vocational choice was first advanced 
in 1959 as an attempt to integrate existing knowledge of vocational
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
29
theory and behavior as well as to stimulate further research. Since 
then it has undergone considerable transformation because of the 
extensive research that has gone into it. Between 1972 and 1975 
alone, more than 150 articles, dissertations, convention papers, and 
monographs related to Holland's theory of careers and assessment 
devices have been written.
The theory as it stood in 1973 could be best characterized by 
the following summary given by Holland (1973) himself:
1. In our culture, most people can be categorized as 
one of six types— realistic, investigative, artistic, social, 
enterprising, or conventional. Each type is the product of 
characteristic interaction between a variety of cultural and 
personal forces leading to experiences, interests, and com­
petencies which create a particular personal disposition that 
leads him to think, perceive, and act in special ways. By 
comparing a person's attributes with those of each model type, 
we can determine which type he resembles most. That model 
becomes his personality type.
2. There are six types of environments, each corresponding 
to and dominated by a given type of personality. Each environ­
ment is typified by typical settings posing special problems 
and stress. Because different types have different interests, 
competencies, and dispositions, they tend to surround them 
selves with special people and materials and to seek out 
problems that are congruent with their interests, competencies, 
and outlook on the world.
3. People search for environments that will let them 
exercise skills and abilities, express their attitudes and 
values, and take on agreeable problems and roles.
4. A person's behavior is determined by an interaction 
between his personality and the characteristics of his environ­
ment.
5. Within a person or an environment, some pairs of types 
are more closely related than others, and degrees of consistency 
or relatedness are assumed to affect vocational preferences.
6. Some persons or environments are more clearly defined 
than others.
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7. Different types require different environments. In­
congruence occurs when a type lives in an environment that pro­
vides opportunities and rewards foreign to the person's pre­
ferences and abilities.
8. The relationships within and between types of environ­
ments can be ordered according to a hexagonal model in which 
distances between the types of environments are inverse pro­
portional to the theoretical relationships between them.(pp. 2-5).
Although there are not "pure types" of occupational environ­
ments or personality types, six basic ones have been defined by 
Holland (1973, Chapter 2) as follows:
1. Realistic type. Realistic persons prefer activities that 
entail the explicit, ordered, or systematic manipulation of objects, 
tools, machines, animals, and have an aversion for educational and 
therapeutic activities. These behavioral tendencies lead, in turn, 
to the acquisition of manual, mechanical, agricultural, electrical, 
and technical competencies and to a deficit in social and educational 
competencies.
2. Investigative type. Investigative persons prefer activ­
ities that entail the observational, symbolic, systematic, and creative 
investigation of physical, biological, and cultural phenomena; and 
have an aversion for persuasive, social, and repetitive activities. 
These behavioral tendencies lead in turn to an acquisition of scien­
tific and mathematical competencies and to a deficit in persuasive 
competencies.
3. Artistic type. Artistic persons prefer ambiguous, free, 
unsystematic activities that entail the manipulation of physical, 
verbal, or human materials to create art forms or products, and have 
an aversion for explicit, systematic, and ordered activities. These
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behavioral tendencies lead in turn to an acquisition of artistic 
competencies— art, language, music, drama, writing— and to a deficit 
in clerical or business system competencies.
4. Social type. Social persons prefer activities that 
entail the manipulation of others to inform, train, develop, cure, or 
enlighten; and have an aversion for explicit, ordered, systematic 
activities involving materials, tools, and machines. These behav­
ioral tendencies lead in turn to an acquisition of human relations 
competencies such as Interpersonal and educational competencies and 
to a deficit in manual and technical competencies.
5. Enterprising type. Enterprising persons prefer activ­
ities that entail the manipulation of others to obtain organizational 
or economic gains; and have an aversion for observational, symbolic, 
and systematic activities. These behavioral tendencies lead in turn 
to an acquisition of leadership, interpersonal, and persuasive 
competencies, and to a deficit in scientific competencies.
6. Conventional type. Conventional persons prefer activ­
ities that entail the explicit, ordered, systematic manipulation of 
data, such as keeping records, filing materials, reproducing materials, 
organizing written and numerical data according to a prescribed plan, 
operating business machines and data processing machines to obtain 
organizational or economic goals; and have an aversion for ambiguous, 
free, exploratory, or unsystematized activities. These behavioral 
tendencies lead in turn to an acquisition of clerical, computational, 
and business system competencies, and to a deficit in artistic 
competencies.
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Most occupations can be classified by taking a combination 
of three of the six basic types and coding them according to the 
emphasis each occupational environment plays. Holland has done 
extensive work in translating the three—letter codes into equiv­
alents in the Dictionary of Occupational Titles (Holland, 1973).
Several other principles, well documented by studies were 
presented by Holland (1973, pp. 6-9), as "plausible, or at least 
hard to imagine as faults." These are: (1) The choice of a vocation
is an expression of personality. (2) Interest inventories are per­
sonality inventories. (3) Vocational stereotypes have reliable and 
important psychological and sociological meanings. (4) The members 
of a vocation have similar personalities and similar histories of 
personal development. (5) Because people in a vocation group have 
similar personalities, they will respond to many situations and 
problems in similar ways, and they will create characteristic inter­
personal environments. (6) Vocational satisfaction, stability, and 
achievement depend on the congruence between one's personality and 
the environment (composed largely of other people) in which one 
works. The fifth principle is especially important for this study.
Holland's typology of occupational environments and per­
sonality types has enabled him to work out a system whereby he could 
classify all known occupations in the United States. His Occupations 
Finder (Holland, 1973, p. Ill) for translating occupations into 
Dictionary of Occupational Titles (DOT) codes and vice versa, reveal 
the practicality and manageability of his system. This, coo, is 
extremely important for the present study.
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Studies Relating to Holland's Classification System
Holland (1973) has summarized the evidence for the usefulness 
of his theory and Its classification scheme, including all relevant 
Information for the period 1959 through 1971 with a few reports from 
1972, In the fifth chapter of his book, (Holland, 1973). When 
Holland and his associates (1973) tested the usefulness of Holland's 
classification for organizing work histories on a national repres­
entative sample of 973 men aged 30 to 39, all three letters of occu­
pational codes had predictive value. It was also found that consist­
ency of occupational code was related to stability, while prestige, 
income and education were all related to occupational codes. In 
addition, Andrews (1975) found two-letter codes to be useful for 
revealing more "refined" and "subtle" differences In personality-job 
relationships. Parsons and Wlgtll (1974), In examining occupational 
mobility, tested the classification with a national representative 
sample of men aged 45 to 59 and found that one-, two-, and three- 
letter occupational codes were predictive of a man's code one to 
three years later— especially among the realistic and Investigative 
personality types.
When Fabry (1974) Investigated Holland's vocational theory by 
making multiple comparisons of adult samples of policemen, clergymen, 
life Insurance salesmen, and gas station managers, the samples usually 
showed the correct Holland codes for their occupations. Flshbum and 
Walsh (1976) checked the concurrent validity of Holland's theory for 
noncollege degree workers by using the Vocational Preference Inventory 
(VPI) and Self-Directed Search (SOS) profiles for barbers, electronic
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technicians, photographers, bar tenders, gas station managers, and 
accounting clerks. Holland and Gottfredson (1975), in testing the 
predictive value and psychological meaning of vocational aspirations, 
found that categorical and correlational analyses showed that a 
person's retrospective vocational aspirations had coherence and 
yielded efficient predictions. In addition, the degree of similarity 
or coherence among a person's vocational aspirations provided a 
potentially useful index of the persons's decision-making ability. 
Claudy (1973), in testing the stability of Holland's occupational 
types after a five-year period, found that both males and females 
after high school were disproportionately in the same occupational 
category as they had been when they were high school seniors.
Harvey and Whinfield (1973) found more support for investiga­
tive, conventional and enterprising occupational personality types 
chan for others among older women when they tried to extend Holland's 
theory to adult women. Wasserman (1974), in using Holland's theory 
to test the personality and vocational choices of adolescent girls, 
concluded that it was more appropriate for career-oriented than for 
homemaker-oriented women. Wigington and Apostal (1973), in testing 
personality differences among men in selected Air Force specialties, 
found that the realistic and investigative scales discriminated among 
four Air Force specialties for men who reenlisted in the Air Force. 
When Morrison and Arnold (1974) found that an assessment of four 
samples from the nonprofessional occupations in Holland's theory 
produced more negative than positive evidence, a suggested revision 
in the classification was made.




Value, as à term and concept, has been used in a variety of 
ways. To sort out the meanings for the purposes of this review, 
broad classifications have been made. The following generalizations 
have been drawn to summarize the diverse conceptualizations 
proposed by different thinkers and writers in this area:
1. Values are a matter of conviction, consciences, and 
guilt. The philosopher, Paul Kecskemeti (1952), held that values are 
a matter of conviction, conscience, and guilt, and not of overt 
(purely verbal or actual) behavior, and what a person's values are 
can be determined from how he feels about his own and other people's 
actions, not from what he says and what he does.
2. Values are the bases for behavior. Though not equated 
with overt behavior, values are conceived to be the foundation and 
framework on which man has built his behavior, which in turn fashions 
the fabric of his social, intellectual, and spiritual world (Walker, 
1969). Values have guided and determined actions, attitudes toward 
objects and situations, idealogies, presentations of self to others, 
evaluations, judgments, justifications, comparisons of self with 
others, and attempts to influence others (Rokeach, 1973).
3. Values are the result of internalization of social 
influences. Walker (1969) cited two definitions that convey the idea 
that values are preset and internalized unconsciously. Newsome and 
Gentry (1962) are quoted to assert that values can be defined as
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"biologically determined and culturally engendered predispositions to
thought and action." English and English (1958) defined
a value as an abstract concept, often merely implicit, 
that defines for an individual or for a social unit what 
ends or means to an end are desirable. These abstract 
concepts of worth are usually not the result of an indi­
vidual's own valuing, they are social products that have 
been imposed upon him, and only slowly internalized— i.e., 
accepted and used as his own criteria of worth (English 
and English, 1958, p. 576).
4. Values are the result of personalization of previous 
experiences. Woodruff (1951) felt that the philosophical orientation 
and usage of the term (value) had brought about a connotation or 
degree of absolutism that really has no place in psychology. Borrow­
ing from the ideas of Reinhardt (1938) and Prescott (1938), Woodruff 
advocated that values must be determined with reference to subjective 
experiences of the individual. After all, that which produces what 
one wants is of value to a person. In terms of goals, values could 
come to be attached by individuals to objects of all levels of con­
creteness and generality, and at all points in the time frame— a 
neamess-remoteness continuum. Others like DeWit, Battle, and 
Kierkegaard also expressed sentiments along the same line of thought 
and reasoning. DeWit (1955) defined values as the individual's 
personal meaning of goodness and badness across a large number of 
situations. Battle (1957) brought in the personal dimension when he 
defined value as an activity or condition that is cherished. 
Kierkegaard was quoted to define values as "that which I hold pre­
cious, for which I will sacrifice and ultimately die."
Conceptual definition. With the brief foregoing discussion, 
it seemed appropriate to the writer to summarize the concepts thus
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far with Walker's (1969) definition: A value is "a concept or
standard, distinctive of an individual or group, by which all 
attitudes, desires, actions, selections, and objects were judged 
as worthy or unworthy." (p. 20).
Operational definition. For operational purposes, Rokeach's 
(1973, pp. 3-11) definition has been accepted here. Rokeach views 
a value as "an enduring belief that a specific mode of conduct or 
end-state of existence is personally or socially preferable to an 
opposite or converse mode of conduct or end-state of existence."
With that lengthy definition, a brief outline of the most relevant 
and vital features is appropriate: (1) A value is enduring.
(2) A value is a belief— a prescriptive or proscriptive belief 
upon which a man acts by preference. Like all beliefs, values 
have cognitive, affective, and behavioral components. (3) A value 
refers to a mode of conduct (instrumental) or end-state of existence 
(terminal). (4) There are two classes of terminal values— personal 
(self-centered) and social (society-centered). (5) There are two 
classes of instrumental values— moral and competence values. (6) A 
value is a preference as well as a "conception of the preferable." 
The latter is a special kind of preference— a preference for one 
mode of behavior or end-state over an opposite one, or others that 
are lower down in the individual's value hierarchy. (7) A value 
is a conception of something that is personally and socially 
preferable regardless of how it may be applied to others.
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Classification and Organization of Values
Because of the many uses of the term "values," it was 
necessary to explore the ways in which they have been classified.
For the purposes of this study, only operational classifications 
have been considered. At present, many of the classifications and 
categorizations are clustered around the test instruments of their 
authors. Some of these instruments and their organizations of 
value systems are presented here in terms of;
1. What was desired. The Allport-Vemon-Lindzey Study of 
Values (1960) measures relative preferences for six different 
kinds of ideas and activities: theoretical, economic, aesthetic,
social, political, and religious. Shorr's Test of Value Activities 
(1953) assesses the intensity with which an individual avoids or 
shows interest in four kinds of activities: theoretical, social,
aesthetic, and economic. Gordon's Survey of Interpersonal Values 
(1960) appears to measure what is desired in terms of social- 
psychological states important to the respondent. Some of the 
social-psychological states are: support, conformity, recognition,
independence, benevolence, and leadership.
2. What ought to be desired. Scott's Personal Value Scales 
(1965) are primarily concerned with judgment of college students' 
concept of rightness and wrongness and goodness and badness in the 
area of interpersonal relations. The Bales and Couch Value Profile 
(1969) focuses on values related to social interaction and categorizes 
the data into four dimensions: acceptance versus authority, expres­
sion versus restraint, equalitarianism, and individualism. Rettig
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and Pasamanick's Changes in Moral Values'(1959) and Ewell's Inventory 
of Values (1954) deals with the morality dimension with specific 
direct instances where the respondent has to judge right from 
wrong.
3. Scales based on a mixed conception of values. Morris' 
Ways to Live Scale (1956) categorizes specific values in terms of 
what is desired as well as what should be preferred. Rokeach’s 
Value Survey (1967) classifies values in terms of ends and means. 
Respondents are instructed to rank order IS terminal and 18 instru­
mental values in terms of their importance as guiding principles 
for their lives. It is this last instrument with its concomitant 
classification system that has been adopted for this study.
Sources of Human Values
While it is recognized that it would be difficult to 
construct a comprehensive list of sources, an attempt has been 
made to list the obvious ones in order to zero in on the question, 
"Where do our values come from?"
1. From culture. Dukes (1955) stated that children are 
b o m  into a society where norms and values are already established.
In order to function in it, they have to make quick adjustments. 
Fingarette (1955) pointed out that many American values, that have 
their historical roots in Puritanism, Judeo-Christian traditions, 
and the like.
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2. From parents and family. Children, according to 
Vincent and Martin (1961) are b o m  lacking any sense of values.
They develop them as they grow. Wattenberg (1955) was quick to 
give parents the credit of being a vital source of ideals or 
values. Value concepts are learned from parents and family through 
one form of modeling or another. Offer and associates (1969) in 
their study of teen-agers found that there was a striking similar­
ity between the religious, moral, ethical, and political standards 
that were considered important by both parents and their adolescent 
children. The same could be said of individual goals and life 
aspirations, as well as social and family relations.
3. From prestige figures. Citing a study by Hill (1930) 
of 8,813 white children from large cities in Alabama, Wattenberg 
(1955) concluded that during adolescence young folks tend to 
choose models outside the family circle— particularly historical 
and public figures.
4. From the environment. Inkeles (1960) referred to the 
environment as an extremely valuable resource that stimulates dif­
ferent reactions and behaviors that ultimately influence attitudes 
and values.
5. From projected need patterns. Wattenberg (1955) 
pointed out that the development of ideals or values could also be 
the result of trying to compensate for some perceived emotional 
deficiency or of trying to smooth out some emotional turmoil. An 
adolescent who is lonely and friendless may adopt the values of 
helpfulness and cleanliness as modes of conduct.
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5. From other Religious and social organizations. Walker 
(1969), in his comprehensive review of sources of values, suggested 
three other agencies where the young may leam their values: the
school, youth-serving organizations, and religious organizations.
Rokeach's Theory
The Theory
Rokeach's system of organizing values and the construction 
of his test materials and instruments is based on five assumptions: 
(1) The total number of values that a person possesses is relatively 
small. (2) All men everywhere possess the same values in different 
degrees. (3) Values are organized into value systems. (4) The 
antecedents of human values can be traits of culture, society, and 
its institutions. (5) The consequences of human values will be 
manifested in virtually all phenomena that social scientists might 
consider worth investigating. (Rokeach, 1973, p. 3).
Rokeach (1973), drawing from the ideas of Robin Williams 
(1968), felt that it would be a rare occasion if and when a person 
was guided over a considerable p riod of time by one and only one 
value. Rather, it would be more natural to think of acts being 
steered by multiple and changing clusters of values. Rokeach held 
that after a value had been learned, it became integrated somehow 
into an organized system of values wherein each value was ordered 
in priority with respect to other values.
Intuitively, Rokeach felt that although there seemed to be 
so many end—states and modes of behavior, they could not possibly 
run into thousands or even hundreds. He surmised that there were
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probably only a small number of important values after a careful 
process of elimination could be worked out. Theoretically, he 
held that the total number of important values should roughly 
equal man's biological, social, and personal needs. Since Freud 
(1922) proposed only two, Maslow (1954) five, and Murray (1938) 
twenty-eight, the number could not be much more. Rokeach's empirical 
work on values consisted of (1) condensing several hundred terminal 
"values" obtained from 30 graduate students at Michigan State 
University and about 100 residents of metropolitan Lansing, (2) 
short-listing Anderson's (1968) list of 555 personality-trait 
words as instrumental values, and (3) testing the resulting lists 
of values in each category through five different forms, over a 
period of four years. His final list contained 36 values— 18 
instrumental and 18 terminal— all forming an enduring organization 
of beliefs concerning preferable modes of conduct and end-states 
of existence along a continuum of relative importance.
Studies Related to Rokeach's Theory
The research that enabled Rokeach to consolidate his ideas 
and to differentiate values from attitudes, social norms, needs, 
traits, and interests has been reported in Chapter 1 of his book.
The Nature of Human Values, (1973). The same volume reviews 
research done on the measurement of values and the validation of 
the instrument. In 1968 the National Opinion Research Center 
surveyed a sample of 1,409 adult Americans over 21 and analyzed 
their value rankings on the 18 terminal and 18 instrumental values 
according to sex, income, education, race, age, and religion. The
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findings, together with other cross-cultural value comparisons 
among selected samples obtained in the United States, Australia, 
Canada, and Israel, are also reported along with other studies on 
values and attitudes, values and behavior and values and politics, 
as well as long- and short-term changes in values, attitudes, and 
behavior.
Rokeach's Value Survey and system have proved rather 
versatile. Cole's (1972) study on values and value systems of 104 
sixth-grade preadolescent school children in Portland, Oregon, 
showed that socio-centric and affection-oriented values such as 
family love, helpfulness, and honest were valued uniformly high.
At the same time, egocentric and success-oriented values related to 
prosperity, achievement, and influence were valued uniformly low.
Using the form E of the Value Survey to determine the 
reported value priorities of three groups in a selected Appalachian 
public school district, Butler (1973) found that the highest 
preferences for terminal values were happiness and freedom, and 
the preferred instrumental values were honest and responsible.
Lowest priorities were assigned by the students to a world of beauty 
and social recognition— in general giving more priority to moral 
values and less priority to competence values.
Mulder (1973) studied the value systems of 1,408 students 
in grades 6, 8, 10, and 12, 664 parents of these students, and 173 
teachers in the Grand Rapids Christian School Association, using 
the Rokeach Value Survey. He found that as far as adolescent 
students were concerned, (1) value systems of students differed
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according to the grade Level of the students, (2) value systems of 
students differed according to their achievement levels, (3) value 
systems of students differed from value systems of parents and 
teachers, and (4) value systems of students differed according to 
their religious orientation.
Vocational Choice and Values
The relationship of vocational choice to personal values 
had been hinted at by Ginzberg and associates (1951). Rozenberg's 
studies (1957) suggested that people entering different kinds of 
occupations had basically different outlooks on work as a facet of 
life, but it was their values that had the greater effect on their 
occupational preferences. Zytowski (1970), commenting on work 
values, stated that no other construct had been employed as exten­
sively to explain an individual's level of job satisfaction, and 
if the choice of an occupation was viewed as an attempt to gain 
the greatest anticipated job satisfaction, then the same construct, 
values, might be suitable for prediction or explanation for occu­
pational choice. Katz (1963) expressed similar opinions.
Rokeach's studies included a variety of occupations—  
college professors, police workers. Catholic priests, business 
executives, scientists, writers, artists, service station dealers, 
and oil company salesmen. The Value Survey was administered to 
212 faculty members at Michigan State University and Wayne State 
University in 1969. When median tests were used to compare the 
responses of faculty members with at least the rank of assistant 
professor from the biological sciences, physical sciences, social
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sciences, the arts, and business with adult National Opinion 
Research Center (NORC) samples, the groups were not significantly 
different (p = .01) on only two of the terminal values— freedom 
and pleasure— and on four of the instrumental values— courageous, 
honest, loving, and responsible. Composite ranks revealed that 
the value a sense of accomplishment ranged from first to third for 
college professors while salvation was ranked the lowest, 18.
College professors ranked a comfortable life from 13 to 16 and 
an exciting life from 7 to 14. For instrumental values, college 
professors ranked clean 17 and 18, while logical, imaginative, and 
intellectual were ranked rather high.
Hague (1968) compared the values of Catholic priests and 
seminarians from a city in western Canada with students attending 
Catholic colleges and with committed lay members and participants 
in Catholic organizations. Values ranked higher by the clery than 
by laymen were happiness, inner harmony, salvation, social recog­
nition. true friendship, wisdom, and the attributes of being 
helpful and obedient. The clergy cared less for a comfortable life. 
family security, pleasure, and for being ambitious and independent.
Beech, in an undated study, reported data on the values of 
business executives, scientists, writers, and artists in Calcutta, 
India. The subjects were selected by nomination from members of 
the academic community in Calcutta, research and mangement institu­
tions, or by subjects previously interviewed by Beech himself. In 
the comparisons scientists were more similar to business execu­
tives than to writers or artists. The four different occupational
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groups did indeed reflect different priorities in their value 
rankings.
Rokeach (1973, pp. 156-158) cited a study by a marketing 
research group using a national sample of white service station 
dealers and company salesmen for the American Oil Company. Both 
dealers and salesmen generally placed a higher value than did 
other Americans on personal values centering around individual 
achievement, strivings for independence, material success and 
comfort, hedonism, and the security of the family. Both groups 
generally ranked the social values— a world at peace, a world of 
beauty, equality, freedom, and national security— lower than did 
other Americans. However, when the two groups were compared with 
each other, the value patterns of the two groups were not identical.
A small group of studies relate value patterns to vocational 
choice as well. These are mostly doctoral dissertations dealing 
with students. Williams (1970) sought to determine, in the context 
of Holland's theory of vocational choice, the relationships among 
personality factors, value patterns, and the choice of occupations 
as determined by the major area concentration of graduate students 
of the University of North Dakota. Among the major conclusions 
derived from the study was that subjects selected vocations that 
were, for the most part, congruent with their values and personality.
Carroll (1970) investigated the academic, racial, religious, 
and sexual values of students at Whittier College. A social 
status value was also assigned to occupations chosen by the students. 
From the sample of 157 male and female students, it was found that
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academic interests were emphasized more than social life, religion 
more than church attendance, sexual restrictions more than sexual 
license, and interracial social separation more than interracial 
mating. A great difference was also found between students' 
personal values and their perception of the values of others 
students. In terms of the relationship between occupational 
choice and personal values, it was found that male students accorded 
high social status to occupations like city manager, college 
professor, novelist, and personnel manager. They apparently 
viewed their own values in these occupations.
Smith (1974) studied 100 freshmen and sophomores at the 
University of Arkansas in terms of responses to cliches as indi­
cators of their values. Values were measured by the Allport- 
Vemon-Lindzey Study of Values and vocational preferences were 
measured by the Holland's Vocational Preference Inventory. It was 
found that individuals who chose extreme responses to cliches 
scored significantly higher on religious values and realistic 
vocations than the moderate respondents to cliches. Individuals 
who accepted cliches scored significantly higher in political and 
religious values, while those who rejected cliches scored signif­
icantly higher on theoretical and aesthetic values. No correlations 
between values and vocational preferences were calculated.
Summary of the Chapter
This chapter first reviewed the literature related to 
vocational choice and development, with particular emphasis on 
Holland's theory. Six approaches to the study of vocational
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choice and development were recognized. Three nonpsychological 
theories of vocational choice— the accident theory, economic 
theories, and cultural-sociological theories— were briefly discussed. 
The psychological theories reviewed included the trait-and-factor 
theory, psychoanalytic theory, and need-drive theories. The major 
vocational development approaches were also reviewed. The develop­
mental personality approach was exemplified by Ginzberg's theory.
The self-concept identity approach was illustrated with Super’s 
and Tiedeman's theories. Gelatt’s and Katz's models were reviewed 
to illustrate the decision-making approach.
A review of Holland's theory indicated that most people 
can be categorized into one of six types-realistic, investigative, 
artistic, social, enterprising, or conventional— with each type 
the product of diverse experiences, interests, and competencies.
Six types of occupational environments, each corresponding to and 
dominated by a given type of personality, were also discussed. 
According to this review, people search for environments that 
permit them to exercise their skills and abilities, express their 
attitudes and values, and take on agreeable problems and roles. 
Different persons require different environments and the interaction 
between an individual's personality and his work environment 
determines his behavior.
Studies confirming the predictive value, concurrent validity, 
and versatility of Holland's classification system were also reviewed.
Values were defined conceptually, and for this study the 
Rokeach definitions were accepted. Value systems and classifications
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were analyzed by a review of tests constructed to measure an 
author's conceptual framework or definition of the term. Eight 
sources of values were identified.
Rokeach's theory was next reviewed, along with studies 
demonstrating that the Value Survey was suitable for measuring the 
value systems of Americans.
Finally, studies dealing with the relationship between 
values and vocational choice were cited, with only a few signif­
icant findings in this area.
Some Tentative Conclusions
All through the literature, theorists suggested that the 
foundation for effective vocational choice lay in the individual's 
values and goals (Ginzberg, et al., 1951; Katz, 1963; Holland, 1973), 
but there was little substantiation for these ideas. A number of 
studies describing value systems of different occupational groups 
revealed sufficient dissimilarities to warrant a comparative study 
on value systems. Hence the following hypotheses were advanced 
for testing and validation:
1. Persons working in the same occupational environments 
show no difference in their value systems or profiles.
2. Persons working in different occupational environments 
show a difference in their value systems or profiles.
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CHAPTER III 
METHODOLOGY AND PROCEDURES 
Introduction
This was a correlational study to determine the relationship 
between vocational choice and personal values. Using a variety of 
statistical techniques, the value profiles of 180 subjects repre­
senting 165 different occupations, but classified according to the 
six occupational environments in Holland's typology, were analyzed 
and compared.
This chapter describes (1) the research design, (2) the 
procedures employedpilot studies, population selection, (3) the 
instrumentation, (4) the datagathering procedures, (5) the data- 
analysis techniques employed, and (6) some methodological assumptions.
Research Design
Independent Variables
The first set of independent variables in this study 
consists of the occupations of the subjects. These are classified 
according to Holland's occupational environment: realistic,
investigative, artistic, social, enterprising, and conventional.
It was recognized that there were really no pure types. The three- 
letter classifications suggested in Holland's Occupations Finder 
(Holland, 1973, pp. 111-117) were used for all occupations repre-
50
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seated in this study. In analysis, however, only the broad cate­
gories represented by the first letter of the three-letter classi­
fication were used.
The second set of independent variables consisted of the 
value rankings of each of the subjects interviewed. Two lists of 
values, according to Rokeach's definition, were presented to the 
subjects. The first list included 18 terminal values in alpha­
betical order. The second list included 18 instrumental values, 
also in alphabetical order. Subjects were to rank these according 
to their own priorities. As these values were ordered independently, 
according to the shaping forces in the lives of these individuals, 
the resulting value profiles would vary independently with each 
individual. The resulting profile represented the individual's 
value system.
Classificatory Variables
To insure fair representation of the Michigan population, 
as well as to lend objectivity in the selection of subjects, the 
population was classified and later subdivided according to 
residence, sex, racial origin and broad age groupings, following 
definitions used by the U.S. Census Bureau. While no extensive 
analysis was planned using these variables, they served as guides 
in the selection of subjects.
Three categories— urban, rural-nonfarm, and rural farm—  
were used to designate residence. Only two categories were used 
for classifying racial origin-whites (Caucasian) and others
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(negroes, chicanos, etc.). Four age groupings— 16-24, 25-34, 35- 
44, and 45-64— were used. Recognizing the limitations in the size 
of the sample to be selected, it was decided not to break down the 
subjects into so many cells as to unnecessarily complicate the 
research design.
Statement of Null Hypotheses 
The following null hypotheses were advanced for testing 
and validation:
1. Persons employed in the same occupational environment 
show no difference in their value profiles.
2. Persons employed in different occupational environments 
show no difference in their value profiles.
Pilot Studies 
Study on Data-Gathering Procedures
Two pilot studies were.conducted to refine the research 
des On two weekends in August, 1975, the writer interviewed some 
30 subjects representing different occupational groups from Berrien, 
VanBuren, Allegan, Muskegon, Ottawa, and Kent Counties. A canvass 
and interview procedure was developed for approaching total strangers 
who were invited to participate in this study. An interview 
schedule and a recording form were also developed at this point. 
During the pilot interviews, full note was made of participant 
resistance, response sets, and other factors that could invalidate 
the responses of the subject.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
53
During this pilot study people were approached in differ­
ent settings: homes, campgrounds, state parks, places of work,
and business or commercial centers. It was found that although 
homes offered the random selection of occupations, most of the 
information would have to be collected in the evenings. This 
shortened the amount of available working hours in a day, and not 
many people would open their doors to strangers at night. Further, 
with this approach, it was almost impossible to control the select­
ion of appropriate occupational groups that represented each of 
the occupational environments.
Although people in campgrounds, state parks, and commercial 
centers were open enough and willing to participate in the survey, 
and often found time to respond, this approach was ruled out in 
view of the fact that the major portion of the data would be col­
lected in the winter months of 1976. It was also discovered at 
this point that people were really more accessible in their occu­
pational settings or places of work, since this was a more natural 
place for their services to be sought.
The timing for the administration and completion of the 
Value Survey was studied at this point. The average individual 
took 10 to 15 minutes to complete the procedure. Those who took 
longer became rather confused and found the test extremely difficult 
to complete.
The data collected from these pilot interviews have been 
included in the main body of this research.
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Study on Data Analysis Procedures
A second pilot study of 28 students from the Andrews 
Academy and the Ruth Murdoch Elementary School was used to assess 
the procedure for analysis. Groups yarying from five to seven 
children from each grade from grades 6 to 12 were administered the 
Rokeach Value Survey. At this point a format and a computer 
program were developed to analyze the similarities of patterns of 
the profiles using the Cattell's Rho Correlation Coefficient.
The second pilot study also was used to check suitability 
of the instrument to individuals with a grade school reading 
level. It was found that a reading level of at least the second 
year of high school was desirable, though not absolutely necessary.
The data collected on this second pilot study have not 
been included as part of the data for this study.
The Population
Source of Population
The population of 180 subjects was drawn exclusively from 
Michigan. The study was limited geographically to the 49 counties 
south of but including Mason, Lake, Osceola, Clare, Gladwin,
Arenac, and Huron counties. In this area the mixture of rural and 
urban areas could well reflect the population patterns of this
Selection of Subjects
Holland’s (1973) classification of occupational environ­
ments was used as a guide in structuring the population. One 
hundred and eighty subjects were divided into equal groups of 30
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for each of the six occupational environments. It was recognized 
that these proportions did not truly represent the actual distribution 
of people in the various occupational environments. Preliminary 
calculations utilizing the proportions given in a study by Holland 
and Gottfredson (1975), revealed that cells thus constructed would be 
of such unequal sizes that meaningful comparisons of profiles 
could not be made. On the other hand, increasing the number in 
the smaller cells would needlessly extend the population size.
Statistics from the 1970 Michigan census were studied and 
approximate proportions for residence, sex, racial origin, and age 
were constructed. These proportions were then converted into 
actual numbers in the population to serve as guidelines for selection 
of subjects. Table 1 summarizes the characteristics of the population 
that finally participated in this study.
Instrumentation
Choice of Instrument
This study employed a standardized instrument developed by 
Milton Rokeach of Michigan State University. This instrument has 
been used both in the United States and in Australia in the study 
of values (Rokeach, 1973; Feather, 1970, 1971a, 1972, 1973, 1975).
Its advantage lies in its simplicity of administration, versatility 
and variety of items, and economy of time on the part of the test 
taker. Further, the instrument measures or describes the value 
system of the individual by concentrating on the order or ranking 
of the values rather than evaluating individual values. The 
gummed-tape format (see Appendix A) was novel to most individuals
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who participated in the study and this format fostered cooperation 
on their part. Initial observations of reactions, responses, and 
revelations of the pilot groups confirmed the appropriateness of 
the choice of this instrument.
Rokeach’s Value Survey
The Value Survey consisted of two lists of 18 alphabetically 
arranged values. Terminal values appear in one list and instru­
mental values in the other. Each value is accompanied by a brief 
definition in parentheses. Subjects are asked to rank these values 
according to their importance as guiding principles in their 
lives. Form D of the Value Survey used in this study presents 
each value printed on a removable gummed label. As each value is 
judged according to priorities previously set by the subject 
himself, each gummed label is removed and placed on the opposite 
side of the page with number 1 as the most important, ending with 
number 18 as the least important in their value systems. A copy 
of the test and instructions is included in Appendix A.
The Development of the Value Survey
The 18 terminal values on the Rokeach Value Survey were 
distilled from a large list obtained from a review of literature 
mentioning values found in American and other societies, Rokeach's 
own terminal values, those obtained from 30 graduate students in 
psychology, and those obtained by interviewing a representative 
sample of about 100 adults in metropolitan Lansing. From this 
large list, values judged to be more or less synonymous with one
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another were eliminated or combined, while others which overlapped, 
or were too specific, or did not represent end-states of existence 
were eliminated.
The 18 instrumental values were derived from Anderson's 
(1968) list of 555 personality trait words which were rapidly 
reduced to about 200. Six criteria (Rokeach, 1973, pp. 29-30) were 
set up to guide in the selection of the last 18 adjectives expressing 
instrumental values.
For Form D of the Value Survey, median test-retest reliabi­
lities of terminal values ranged from .62 to .80. For instrumental 
values, test-retest reliabilities ranged from .53 to .72. Intervals 
between test-retest times varied from three to seven weeks. For 
longer periods, the reliability coefficients were not as high, but 
reliability was still good (Rokeach, 1973; Feather, 1971b).
When studied singly or separately, ability measures revealed 
acceptable reliability coefficients. For the terminal values, the 
product-moment reliabilities ranged from .51 for a sense of accomplish­
ment to .88 for salvation. Three of the 18 values had reliabilities 
in the .70’s, ten had reliabilities in the .60's and four were in 
the .50*3. The mean reliability was approximately .65. The reli­
abilities of the 18 instrumental values were somewhat lower, 
clustering around .60. They ranged from .45 for responsible to 
.70 for ambitious. Nine of these were in the .60’s and seven in 
the .50's.
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Brief Review of Literature Related to the Value Survey
The Value Survey had been used by other researchers 
for studying value system similarities between two persons as well 
as groups of more than two persons. Beech (1966) and Slkula 
(1970) used correlation (rho) between rank ordering as an Index of 
similarity between value systems of two Individuals. The National 
Opinion Research Center used the coefficient of concordance to 
study the value systems of Jews, Catholics, Protestants, and the 
nonrellglous. The pattem-analysls techniques derived by McQultty 
and associates (1970) proved somewhat more useful. They dealt 
with the value system similarities as well as differences among 
groups and served as a useful diagnostic In Identifying the value 
patterns of "disturbed" and "normal" individuals.
Interview Schedule
To collect personal data, an interview recording form was 
developed. A copy of this Instrument has been Included in the 
appendices (see Appendix A). This form conveniently summarized 
most of the personal data. Most of the information to be entered_lnto 
the computer for later analysis was coded with numbers. Since 
color or racial origin could prove a sensitive subject. It was 
decided that although this Information would be coded, It would 
not be labeled. The Interview form also had a section for recording 
the value profiles of the subject. This was later used in recording 
the value rankings and responses of the subjects. In this way all 
essential information for each Individual subject was summarized 
on one sheet for convenient data entrv.
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A series of questions used to elicit personal Information 
has been included in the appendices (see Appendix A). These 
questions served as useful guides but were modified from time to 
time depending upon the subjects interviewed. This procedure was 
necessary in order to clarify some of the answers that were not 
clear-cut enough for direct recording.
Field Procedures and Data Collection 
The Personal Interview Approach
The two pilot studies explored the efficiency and effect­
iveness of both individual interviews and group administration.
It was found that both of these approaches were appropriate, 
although the former proved more realistic. For personal interviews, 
an average of one hour was required to locate a subject, introduce 
Che purpose of the research, and obtain information relevant to 
the study. An average of 10 to 12 interviews per working day was 
considered optimum.
Selection of Subjects
A tentative list of 180 different occupations was drawn 
up, using specific examples as outlined by Holland in his theory 
of careers (Holland, 1973). Modifications and substitutions were 
made later according to the existing situation. This list served 
as a useful guide for locating the types of persons sought in each 
area from which data were obtained. A careful consideration of 
routing increased the efficiency of data gathering and eliminated 
on-the-spot decisions that might be influenced by the locality.
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Since the towns, cities, villages, and rural areas to be contacted 
were thus predetermined before each trip, the choice of locations 
for gathering data was guided by the proportions set out in the 
research design with reference to residence. Taking the two lists 
together (occupations and locations) on-the-spot decisions were 
then made in selecting the subjects to be approached for information.
The selection of a specific individual to answer questions 
and respond to the Value Survey depended on several factors.
Initial inquiries about individuals performing specific jobs 
(e.g., welder) were made at the local police station, gas station, 
post office, or other centers of public information. Usually 
several alternatives would be suggested. These subjects would 
then be approached and asked to participate in the study.
In larger towns and cities, a different procedure was 
used. A slow drive through the community was made to survey the 
different possibilities. Then, according to the circumstances of 
time and place, a place of work was identified and the ranking 
officer or manager of the place of work was approached. A brief 
statement was often made to secretaries in order to gain access to 
the person in charge. A description of the purpose of the visit 
was given and a request made for a recommendation of employees who 
should participate in the study. This procedure not only ensured 
cooperation, but it also often put the employee at ease because of 
the permission granted. When the proprietor or manager was approached 
to participate in this study, the same procedure was usually fol-
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lowed except chat a direct solicitation for cooperation was made 
instead of asking for arecommendation for others.
Interview Procedure
In most cases, the interview for personal information was 
conducted first. This often put the subject at ease since the 
person was often in control of the pace and amount of information 
about himself and his work. As much as possible, an attempt was 
made to sit next to the subject so that he or she could have the 
opportunity to modify or correct any information considered inaccu­
rate, as he watched them being recorded. This procedure also 
attempted to build the individual’s confidence in the tasks he was 
expected to perform during the interview.
The procedure of Interviewing the subject before using the 
value survey instrument also served as a screening test. A subject 
could have been unqualified because of deficiencies in communication 
in the English language, poor comprehension level, not being in 
the occupation sought because of improper recommendation or having 
been in the occupation too short a time to consider it as a career. 
Or a subject might have become disqualified because of hostility 
towards the researcher, exhibition of reluctance to cooperate in 
the study or frivolous, devil-may-care types of responses. In 
either of these cases, the interview served as a logical point to 
abort the data-gathering process. In cases like these, the Value 
Survey was not administered. A new subject then had to be found.
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Administration of the Value Survey
The second step In the procedure was the administration of 
the Value Survey. Where time was available the development of the 
Instrument was briefly described to the subject, but no attempt 
beyond a simple Introduction was made to discuss the test with the 
subject. Neither was there any attempt to point out the pro­
jective nature of the test. After the preliminaries, the main 
task to be performed— that of arranging the values according to 
the priorities and guiding principles of life— was carefully 
explained. Once this cask was carefully understood, the subject 
was left to complete the tasks alone. In situations where the 
reading level of the subject was in question, the researcher 
lingered to see that the first few Items were done correctly and 
with understanding before he left the subject to complete the test 
alone. Ten to fifteen minutes were usually allowed for the com­
pletion of the task. It was found that when subjects took more 
than 20 minutes, the task became very difficult. A final check 
was made on the responses upon the researcher's return. This was 
to see that the instructions had been carefully followed.
Data Recording. Processing, and Analysis 
Data Recording
The rankings of values by the respondents were assumed to 
constitute their value system. For data entry, the ranks assigned 
by the subjects to individual values were translated into a format 
convenient for data entry and analysis.
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Data entry. Data were entered on-line at the computer 






5-7 three-digit occupational classification 
according to Holland's typology 
9-10 ranking for the value a comfortable life
11-12 ranking for the value an exciting life
13-44 the ranks of the rest of the 18 terminal 
values
46-47 ranking of the value ambitious 
48-48 ranking for the value broadminded
50-83 the ranks of the rest of the 18 instrumental
values
88-91 the county in which the participant lived 
or worked.
Data Analyses
The initial step in analysis was the tabulation of the
frequencies of the rankings for each of the 36 values studied.
This step was necessary for most of the analytic procedures that 
followed. The program, *NQP,LIB, was used for this purpose.
From the tables of frequencies for rankings of terminal 
and instrumental values by the six personality-type groups, medians 
for each value in each group were calculated. These formed the 
bases for the calculation of composite median ranks. The median 
ranks were preferred in this study because the frequency distri­
butions deviated so markedly from normality and from one another.
The next step was to establish the fact that all the 
samples came from the same population or from identical populations 
with respect to averages. It was felt that samples from vastly
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
64
different populations would naturally show a difference: and if 
this were found to be the case, it would be very difficult to 
establish for certain the correlation between value ranking and 
vocational choice without taking into consideration other contam­
inating factors. The Kruskal-Wallis one-way analysis of variance 
by ranks (Siegal, 1956, pp. 184-193) was used to establish the 
homogeneity of the entire group.
Once the homogeneity of the entire group was settled, the 
next step was to determine the degree of agreement among those who 
were classified in the same occupational group. The Kendall 
Coefficient of Concordance: W (Siegal, 1956, pp. 229-239) was
used to measure the extent of association among the individuals 
within each occupational environment. This Coefficient of Con­
cordance could also be looked upon as an index of divergence of 
Che actual agreement within the group. While it was recognized 
that there would be a fair amount of variation in value rankings 
within each group, and no perfect agreement could be achieved, 
this test gave some indication of the extent or degree of assoc­
iation. The computations for this study were carried out using 
the Kendall Coefficient of Concordance: W program developed at 
Vanderbilt University. This program was later adapted for the 
format and data in this study.
With the establishment of agreement within each occupational 
environment, the third step was to establish the association 
between the groups. The Spearman Rank Correlation technique was 
adopted to determine this association (Ferguson, 1976, pp. 365- 
368). The coefficient of rank correlation was a statistic defined
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in such a way as to make a value of +1 when the paried ranks were 
the same, a value of -1 when the ranks were in an inverse order, 
and an expected value of 0 when the ranks were arranged at random 
with respect to each other. The result was then tested for signifi­
cance by using a t test.
The fourth test on the data was carried out with the 
procedure designed by Cattell (1969). Cattell's Coefficient of 
Pattern Similarity was designed to compare both size and shape of 
profiles. Mosel and Roberts (1954), comparing the resemblance of 
profiles as measured by (1) Cattell's Coefficient of Pattern 
Similarity, (2) Du Mas' Coefficient of Profile Similarity, (3) Osgood 
and Suci's D Coefficient, (4) Meehl's index, and (5) Pearson's R, 
concluded that Cattell's coefficient showed the closest agreement 
with visual judgments. Cattell's Coefficient of Pattern Similarity 
was expressed as a correlation coefficient with -1 indicating 
greatest dissimilarity and +l indicating perfect likeness.
The median chi-squares instead of the mean was used to 
correct for skewness. The computations for this study were made 
by using the computer which yielded information on (1) raw score 
means, (2) standard deviations, (3) z-scores, and (4) coefficients 
of pattern similarity between groups.
Though the procedure outlined by Cattell provided the 
answers to the questions raised in the problem, it was decided to 
carry the analysis two steps further. Because of the nonpara- 
metric nature of the data, the Median Test (Siegal, 1956, pp. 111- 
116) was used as an alternative test of statistical significance.
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This procedure was also used by Rokeach to determine the differences 
between two groups. The null hypothesis of the test stated that 
the two groups tested were from populations with the same median. 
This test was really a chi-square test of significance of the 
difference between the number of persons in two or more subgroups 
who scored above and below the group median. In this study, the 
Extension of the Median Test (Siegal, 1956, pp. 179-184) was used.
While the Extension of the Median Test observed the six 
occupational groups simultaneously for differences and similarities 
in terms of individual values, it seemed that a comparison of two 
independent groups at one time would yield further data. The 
Mann-Whitney Ü test (Siegal, 1956, pp. 116-127; Senter, 1969, 
pp. 209-229) was used for this purpose. The null hypothesis stated 
that the two independent groups had been drawn from the same 
population and had the same distributions. If the observed value 
of U had an associated probability equal to or less than .05, the 
null hypothesis would be rejected. Since each of the occupational 
groups considered had more than 20 individuals, Che large sample 
procedure was followed.
The computations for this study using the Mann-Whitney U 
Test were accomplished by the use of the computer program developed 
at Vanderbilt University. The data yielded included (1) the U 
statistic, (2) the standard deviation, and (3) the z scores, using 
all the available information including the number of participants.
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Methodological Assumptions
Throughout the analysis and treatment of the data, the
nonparametrlc nature of the data was constantly kept in mind.
However, in the Cattell's profile analysis technique, the nominal
data assumed interval qualities. Further, in the Mann-Whitney U
test for large samples, normal distribution was also assumed.
This was done because, according to Senter (1969, p. 225),
It can be shown the distribution of U approaches the shape 
of the normal distribution . . . Knowing this fact, we can 
evaluate any Ü calculated from samples with large Ms through 
the use of familiar normal curve statistics. If a given 
calculated U can be positioned with respect to the mean 
of its distribution, in standard deviation units, of course, 
a probability value can be derived by reference to the 
normal curve table.
Summary of the Chapter 
This chapter set forth the methodology and procedures used 
to determine the relationships between vocational choice and 
personal values. Two pilot studies that were conducted to refine 
the research design were described. The first dealt with techniques 
in data gathering while the second concentrated on the techniques 
of analysis of the data. The sampling procedure and characteristics 
of the ISO subjects were also summarized.
Two instruments were used to collect the data for this 
study. The Rokeach Value Survey Form D summarized the subjects' 
value systems, while the interview schedules summarized personal 
information. Procedures for data recording, processing, and 
analyses were described. Six statistical procedures— the Kruskal- 
Wallis one-way analysis of variance test, the Kendall Coefficient
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of Concordance, the Spearman Rank Correlation Coefficient, Cattell's 
Coefficient of Pattern Similarity, the Extension of the Median 
Test, and the Mann-Whitney Ü test— were also described.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
CHAPTER IV 
PRESENTATION OF FINDINGS 
Introduction
This chapter presents the findings from the analyses of 
the information collected from the 180 selected subjects, with 
attention focused on the similarities and differences within and 
between subsamples organized according to the six occupational 
environments of John Holland's typology. This chapter is organized 
into five major sections including: (1) value profiles of respon­
dents, (2) comparisons of value profiles within occupational 
environments, (3) comparisons of profiles between occupational 
environments, (4) values that discriminate groups, and (5) value 
profiles according to social characteristics.
Value Profiles of the Respondents 
The first impression received when all the subjects are 
examined singly is that no two people are alike. When the fre­
quencies of the rankings of the values are tabulated, they, coo, 
reveal diversity. Appendix B summarizes these frequencies of 
rankings according to each of the six occupational environments or 
personality types in Holland's typology. When the frequencies of 
rankings are grouped according to each of the terminal or instru­
mental values, visual comparisons reveal greater similarity.
69
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Appendix C summarizes the frequency distribution of the 18 terminal 
and 18 instrumental values as they have been ranked by the sample.
Medians have been calculated to characterize the way 
individuals from the same occupational environment, together as a 
group, rank each of the values. Each of the median rankings thus 
derived not only provides a description of the relative importance 
placed upon the value by the subjects as a whole, but they are 
also useful as sources of comparison between the values. Using 
these median rankings for each value, a rank order of these medians 
was obtained which Rokeach (1973) calls the composite rank order. 
Tables 2 and 3 summarize the terminal and instrumental value 
medians and composite rank orders for the six occupational environ­
ments .
The values of realistic persons. Table 2 shows that, for 
realistic persons, the terminal values that ranked the highest are 
family security, freedom, self-respect, happiness, and wisdom.
Using the composite ranks as a guide, salvation, social recognition, 
and national security have been given the lowest priorities. In 
instrumental values, the realistic person listed honest, responsible, 
self-controlled and loving as the most important values, while 
intellectual, imaginative, logical, and obedient were listed as 
least important.
The values of investigative persons. The 28 participants 
in this group listed family security, a sense of accomplishment, 
freedom, inner harmony, and self-respect as the top five terminal 
values in their system, while they placed national security,
(Text continued on page 73)






















TERMINAL VALUE MEDIANS AND COMPOSITE RANK ORDERS 












Mdn CR* Mdn CR Mdn CR Mdn CR Mdn CR Mdn CR
A comfortable life 11.00 (13) 11.25 (13) 10.50 (12.5) 11.13 (11) 8.00 ( 6.5) 9.50 (10)
An exciting life 10.40 (11) 10.50 (10) 9.50 ( 9.5) 14.00 (15.5) 9.83 (10) 15.70 (17)
A sense of accom­
plishment 8.67 ( 8.5) 5.16 ( 2) 4.67 ( 1) 7.00 ( 7) 4.75 ( 3) 6.50 ( 5)
A world at peace 7.60 ( 7) 8.83 ( 8) 10.50 (12.5) 8.88 (10) 11.50 (13) 7.17 ( 6)
A world of beauty 12.25 (14) 13.25 (14) 9.00 ( 8) 14.00 (15.5) 14.83 (17) 11.50 (12.5)
Equality 8.67 ( 8.5) 10.83 (12) 11.00 (14) 8.40 ( 9) 10.00 (11) 11.25 (11)
Family security 3.13 ( 1) 3.50 ( 1) 7.50 ( 6) 5.63 ( 2) 2.50 ( 1) 5.00 ( 1)
Freedom 4.60 ( 2) 5.50 ( 3) 5.06 ( 3) 6.00 ( 5.5) 8.00 ( 6.5) 6.00 ( 4)
Happiness 6.75 ( 4) 7.83 ( 7) 9.75 (11) 5.75 ( 3.5) 5.50 ( 4) 5.50 ( 3)
Inner harmony 10.67 (12) 5.90 ( 4) 7.00 ( 5) 6.00 ( 5.5) 8.50 ( 8.5) 8.00 ( 8)
Mature love 9.75 (10) 10.50 (10) 8.17 ( 7) 11.71 (13) 8.50 ( 8.5) 12.50 (14.5)
National security 13.75 (16) 15.17 (18) 16.67 (17) 15.75 (18) 15.30 (18) 15.75 (18)
Pleasure 13.00 (15) 14.50 (17) 13.00 (15) 14.75 (17) 14.75 (16) 11.50 (12.5)
Salvation 15.40 (18) 14.00 (15) 17.30 (18) 11.25 (12) 13.50 (15) 13.00 (16)
Self-respect 6.00 ( 3) 6.70 ( 5) 4.70 ( 2) 5.75 ( 3.5) 4.00 ( 2) 5.25 ( 2)
Social recognition 14.75 (17) 14.25 (16) 13.83 (16) 12.38 (14) 12.38 (14) 12.50 (14.5)
True friendship 7.83 ( 6) 10.50 (10) 9.50 ( 9.5) 7.67 ( 8) 11.00 (12) 9.17 ( 9)
Wisdom 7.13 ( 5) 7.00 ( 6) 6.50 ( 4) 5.13 ( 1) 6.83 ( 5) 7.50 ( 7)






INSTRUMENTAL VALUE MEDIANS AND COMPOSITE RANK ORDERS 






















Instrumental Realis­ Investi­ Enter­ Conven­
Values tic gative Artistic Social prising tional
Mdn CR* Mdn CR Mdn CR Mdn CR Mdn CR Mdn CR
Ambitious 8.00 ( 5) 7.50 ( 4.5) 9.50 (10.5) 10.00 (11) 6.50 ( 4) 6.50 ( 3)
broadminded 8.20 ( 7) 6.83 ( 3) 6.10 ( 4.5) 7.38 ( 4) 6.17 ( 3) 8.17 ( 7)
Capable 10.75 (14) 10.10 (12) 9.16 ( 9) 7.20 ( 3) 7.17 ( 5) 6.90 ( 4)
Cheerful 8.67 ( 8) 10.70 (14) 11.50 (13.5) 10.75 (14) 12.17 (15) 8.00 ( 5.5)
Clean 8.75 ( 9.5) 13.25 (17) 15.17 (17) 11.00 (15) 13.13 (17) 11.00 (13.5)
Courageous 10.67 (12) 11.50 (15) 9.50 (10.5) 9.67 ( 8) 9.70 (10) 10.50 (11.5)
Forgiving 9.60 (11) 8.83 ( 9) 11.50 (13.5) 10.00 (11) 10.50 (11) 10.50 (11.5)
Helpful 8.13 ( 6) 10.00 (11) 10.30 (12) 9.75 ( 9) 11.50 (13) 8.00 ( 5.5)
Honest 3.60 ( 1) 3.00 ( 1) 3.17 ( 1) 2.38 ( 1) 2.83 ( 1) 2.50 ( 1)
Imaginative 14.60 (17) 10.16 (13) 5.25 ( 2) 13.13 (15) 12.25 (16) 14.50 (16.5)
Independent 8.75 ( 9.5) 8.17 ( 6) 7.00 ( 6) 9.00 ( 7) 7.70 ( 6) 8.50 ( 8.5)
Intellectual 14.67 (18) 9.00 (10) 9.00 ( 8) 10.67 (12) 8.50 ( 7) 14.50 (16.5)
Logical 12.80 (16) 8.50 ( 8) 12.25 (15) 10.00 (11) 8.83 ( 8) 12.25 (15)
Loving 7.36 ( 4) 8.25 ( 7) 6.10 ( 4.5) 7.67 ( 5) 9.50 ( 9) 8.50 ( 8.5)
Obedient 12.25 (15) 14.50 (18) 15.93 (18) 16.25 (18) 16.67 (18) 16.10 (18)
Polite 10.00 (12) 12.50 (16) 13.50 (16) 13.25 (17) 10.83 (12) 11.00 (13.5)
Responsible 6.67 ( 2.5) 4.25 ( 2) 6.00 ( 3) 3.38 ( 2) 5.50 ( 2) 5.50 ( 2)
Self-controlled 6.67 ( 2.5) 7.50 ( 4.5) 7.50 ( 7) 8.92 ( 6) 11.83 (14) 9.75 (10)
ro
* CR means Composite Ranks
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pleasure, and social recognition at the bottom of the list. In 
terms of instrumental values, honest was placed first. This was 
followed by responsible, broadminded, ambitious, and self-controlled. 
Considered least important were the values obedient, clean, and 
polite.
The values of artistic persons. At the top of the terminal 
hierarchy of artistic persons are a sense of accomplishment, self- 
respect, freedom, wisdom, and inner harmony, while salvation, 
national security, and social recognition have been considered 
least important. In the artistic person's system of instrumental 
values, honest, imaginative, responsible, loving, and broadminded 
have been listed as being very important, while obedient, clean, 
and polite have been accorded the lowest priorities.
The values of social persons. Among the terminal values, 
social persons listed wisdom, family security, happiness, and 
self-respect as the four top values, while national security, 
pleasure, a world of beauty, and an exciting life were assigned 
rankings at the bottom. In their hierarchy of instrumental 
values, social persons rated honest, responsible, and capable as 
being the most important values, and obedient, polite, and 
imaginative as the least important.
The values of enterprising persons. Enterprising persons 
considered the terminal values of family security, self-respect, 
and a sense of accomplishment as the most important while they 
listed national security, a world of beauty, and pleasure as the 
least important. While ranking instrumental values, they topped
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the list with honest, responsible, and broadminded, and placed 
obedient, clean, and imaginative at the bottom of the list.
The values of conventional persons. The composite rank 
order of conventional persons revealed family security, self- 
respect. happiness, and freedom as their most important values, 
while national security, an exciting life, and salvation are 
considered least important. For instrumental values, honest, 
responsible, ambitious, and capable were ranked foremost, while 
obedient, loving, and independent were rated least important.
In reviewing the composite rank orders of the six groups, 
there is no single terminal value that was ranked in the same way 
by all of them. Family security was ranked in the first place by 
four out of the six groups. In ranking instrumental values, all 
six groups ranked honest as the most important. This is the only 
value that achieved consensus among the groups.
The value system of the total sample. When the median 
ranks of the total sample were computed from the frequencies of 
the rankings, it was found that the sample considered family 
security, self-respect, freedom, a sense of accomplishment, and 
wisdom as the five most important terminal values. National secu­
rity, salvation, and social recognition were accorded the last 
three places in the hierarchy. Looking at the instrumental values, 
the total sample listed honest, responsible, and broadminded as 
the three most important values, while they considered obedient, 
imaginative, and clean as the least important values which served
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TABLE 4
MEDIANS AND COMPOSITE RANK ORDERS FOR THE TOTAL SAMPLE
Terminal Values Mdn CR* Instrumental Values Mdn CR
A comfortable life IQ.41 (11.5) Ambitious 7.96 ( 4)
An exciting life 11.33 (13) Broadminded 7.70 ( 3)
A sense of accom­ Capable 8.50 ( 7)
plishment 5.80 ( 4) Cheerful 10.39 (12)
A world at peace 8.60 ( 8) Clean 11.20 (16)
A world of beauty 12.50 (14) Courageous 10.04 (10.5)
Equality 10.41 (11.5)
Family security 4.68 ( 1) Forgiving 10.04 (10.5)
Freedom 5.46 ( 3) Helpful 9.77 ( 9)
Happiness 6.93 ( 6) Honest 2.88 ( 1)
Inner harmony 7,58 ( 7) Imaginative 12.50 (17)
Mature love 10.30 (10) Independent 8.00 ( 5)
National security 15.26 (18) Intellectual 11.67 (13)
Pleasure 13.56 (15) Logical 10.40 (13)
Salvation 14.94 (17) Loving 8.03 ( 6)
Self-respect 5.44 ( 2) Obedient 15.88 (18)
Social recognition 14.07 (16) Polite 11.35 (14)
True friendship 9.00 ( 9) Responsible 5.30 ( 2)
Wisdom 6.83 ( 5) Self-controlled 8.94 ( 8)
*CR means Composite Ranks
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as guiding principles in their lives. Table 4 summarizes the 
medians and composite rank orders for the total sample.
When the ranks were considered as interval data, and means 
were computed for these, the composite rank order derived from 
these means was found to be almost identical with those derived 
from medians. Tables 5 and 6 summarize the means of the ranks and 
their composite rank orders for both the terminal and instrumental 
values. When the relationships of these two approaches at deriving 
composite rank orders are studied, correlation coefficients derived 
by using the Spearman Rank Correlation Coefficient technique, show 
a correlation coefficient of .9936 (t = 35.19; p ̂  .001) for 
terminal values and .977 (t = 18.33; p &  .001) for instrumental 
values.
Comparisons of Value Profiles Within 
Occupational Environments
Two types of analyses are attempted in this section. The 
first, involving the Kruskall-Wallis one-way AÜGVA attempts to 
check out the homogeneity of the entire group. The second, utiliz­
ing Kendall's Coefficient of Concordance, seeks to determine the 
degree of agreement within each of the six occupational environ­
ments. These steps try to establish the fact that groupings are 
indeed from the same population. Only then can comparisons between 
groups be made.
Homogeneity of the Population
From the initial visual scanning of the frequencies of 
rankings, a need is established to decide whether the independent
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TABLE 5
COMPARISON BETWEEN COMPOSITE RANK ORDERS DERIVED FROM MEDIANS 









A comfortable life 10.41 (11.5) 10.19 (12)
An exciting life 11.33 (13) 10.97 (13)
A sense of accomplishment 5.80 ( 4) 6.74 ( 4)
A world at peace 8.60 ( 8) 8.76 ( 8)
A world of beauty 12.50 (14) 12.01 (14)
Equality 10.41 (11.5) 10.18 (11)
Family security 4.68 ( 1) 5.73 ( 1)
Freedom 5.46 ( 3) 6.49 ( 3)
Happiness 6.93 ( 6) 7.93 ( 6)
Inner harmony 7.58 ( 7) 8.32 ( 7)
Mature love 10.30 (10) 10.10 (10)
National security 15.26 (18) 13.91 (18)
Pleasure 13.56 (15) 12.57 (16)
Salvation 14.94 (17) 12.21 (15)
Self-respect 5.44 ( 2) 6.04 ( 2)
Social recognition 14.07 (16) 13.16 (17)
True friendship 9.00 ( 9) 8.77 ( 9)
Wisdom 6.83 ( 5) 7.41 ( 5)
N = 180 rg = .9936 t = 35.19 p = .001
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
78
TABLE 6
COMPARISON BETWEEN COMPOSITE RANK ORDERS DERIVED FROM MEDIANS









Ambitious 7.96 ( 4) 8.48 ( 5)
Broadminded 7.70 ( 3) 7.83 ( 3)
Capable 8.50 ( 7) 8.38 ( 4)
Cheerful 10.39 (12) 9.72 (12)
Clean 12.20 (16) 11.56 (16)
Courageous 10.04 (10.5) 9.88 (11)
Forgiving 10.04 (10.5) 9.84 (10)
Helpful 9.77 ( 9) 9.29 ( 8)
Honest 2.88 ( 1) 4.67 ( 1)
Imaginative 12.50 (17) 11.49 (15)
Independent 8.00 ( 5) 8.51 ( 6)
Intellectual 11.67 (15) 11.84 (17)
Logical 10.40 (13) 10.46 (13)
Loving 8.03 ( 6) 8.60 ( 7)
Obedient 15.88 (18) 14.82 (18)
Polite 11.35 (14) 11.21 (14)
Responsible 5.30 ( 2) 6.12 ( 2)
Self-controlled 8.94 ( 8) 9.51 ( 9)
N = 180 r = .977 s t = 18.33 p = .001
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samples are from different populations. Because the individual 
rankings almost invariably differ somewhat, the question is raised 
whether the differences among the subjects signify genuine population 
differences, or whether they represent merely chance variations 
which may be expected among several random samples from the same 
population. Accordingly, the null hypothesis that the subjects 
come came from the same population or from identical populations 
with respect to averages is set up for testing and validation.
Computations following Che Kruskall-Wallis test performed 
on the median rankings of terminal values of the six occupational 
groups reveal the value of H to be equal to .62 with 107 degrees 
of freedom. % e n  this value is checked with chi-square tables, it 
becomes evident that this observed value of H fails to reject the 
null hypothesis. Therefore, the subjects come from the same 
population or identical populations. Chi-square tables can also 
be used to predict a likeness. When the value of H is compared 
with the values in chi-square tables, a probability of .99 can 
also be established. Thus when the rankings of terminal values 
are used to consider homogeneity of the total population, it can 
be shown that these subjects come from the same population.
When the rankings of instrumental values are used for 
manipulation and computation of the Kruskall-Wallis coefficient H, 
a value of .27 is derived. When compared with the critical 
values of chi-squares, this statistic provides further confirmation 
that the samples come from the same population, as it fails to 
reject the null hypothesis.
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Homogeneity Within Each Occupational Environment
The degree of agreement among the subjects classified In 
each of the six occupational environments Indicates homogeneity of 
each occupational group. To do this, the rankings of the values 
by each subject must be taken Into consideration. The association 
among them can be determined by the Kendall Coefficient of Con­
cordance: W.
When this nonparametrlc test Is applied to each of the 
occupational groups for terminal and Instrumental values, using 
the computer program developed at Vanderbilt University, the 
values of W have been found to range between .166 to .310. Because 
the samples are large, tests of significance convert the W's Into 
chi-squares. (The computer program performs this operation as 
well). With 17 degrees of freedom, every one of the chi-squares 
has a probability of occurrence under the null hypothesis of less 
than .001. Table 7 summarizes the details of these findings.
From the computations. It can be readily concluded that the 
agreement among the subjects Is higher than It would be by chance. 
In spite of the very low probabilities under the null hypothesis 
associated with the observed values of W, the significant chi- 
squares enable us to reject the null hypothesis that the rankings 
of the subjects are not related to each other.
With these confirmations of homogeneity within each of the 
occupational groups as well as within the total sample. It Is 
possible to move to the next stage of comparing value profiles 
between occupational environments.
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TABLE 7
THE DEGREE OF AGREEMENT WITHIN THE SIX OCCUPATIONAL ENVIRONMENTS 
USING KENDALL'S COEFFICIENT OF CONCORDANCE, W.
Occupâtlonal 
Environments N






Realistic 33 .259 149.20 .204 114.22
Investigative 22 .268 127.37 .166 78.96
Artistic 32 .257 149.62 .215 116.94
Social 29 .310 153.04 .235 115.91
Enterprising 30 .287 146.21 .244 124.45
Conventional 28 .232 110.23 .241 114.48
d. f. 17 p ^ .001
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Comparisons of Value Profiles Between In
Occupational Environments
In this section, the findings of two statistical tests are 
reported. The first, the Spearman Rank Correlation Coefficient 
technique, seeks to establish the association between the occupa­
tional environments. After this has been established, a profile 
analysis using Cattell's Index of Pattern Similarity is performed 
to see how the groups are similar or different.
Association Between Groups
The next step in the analysis of the data calls for the 
establishment of the degree of association between the occupational 
groups. Using one of the earliest known techniques developed by 
Spearman based on ranks, correlation coefficients are computed. 
Since the value profiles of each of the occupational groups have 
been expressed in composite median ranks, this statistical procedure 
could be readily applied. The findings have been expressed in 
matrices under Tables 8 and 9. The correlation coefficients 
between the groups using data derived from rankings of terminal 
values range from .65 to .87, while those derived from instru­
mental values range from .36 to .77. When the correlation coef­
ficients are tested for significance by computing the Student's t 
with n - 2 degrees of freedom, their associated probabilities 
under the null hypothesis (that the two variables under study are 
not associated in the population and that the observed value of r̂  
differs from zero only by chance) have all, with the exception of 
one case, made it possible to reject the null hypothesis at the
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TABLE 8
MATRIX OF SPEARMAN RANK CORRELATION COEFFICIENTS FOR TERMINAL









Realistic .9251** .6858* .8225** .7735** .8529**
Investigative .8555** .8416** .8545** .8328**
Artistic .6543* .7384** .6615**
Social .8333** .8679**
Enterprising .7890**
*p = .01 **p = .001
MATRIX OF STUDENT'S t's FOR TESTING RANK CORRELATION COEFFICIENTS 









Realistic 5.842 3.769 5.784 4.882 6.535
Investigative 6.609 6.233 6.580 6.018
Artistic 3.461 4.380 3.528
Social 6.029 6.989
Enterprising 6.137
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TABLE 9
MATRIX OF SPEABMAN RANK CORRELATION COEFFICIENTS FOR INSTRUMENTAL






















d.f. = 17 'p = .10 .02 *p = .01 * * r .001
MATRIX OF STUDENT'S t's FOR TESTING RANK CORRELATION COEFFICIENTS 









Realistic 3.367 1.772 3.214 1.539 4.947
Investigative 4.087 4.864 5.014 3.192
Artistic 3,780 2.882 2.021
Social 4.716 4.504
Enterprising 3.400
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.10 level. The exception lies in the correlation coefficient 
expressing the relationship between realistic and enterprising 
persons. In this case r^ = .3591, c = 1.539, and .20.
Profile Pattern Similarities Between 
Occupational Environments
To compare the value profiles between occupational environ­
ments, it is necessary to consider the total configuration—  
including shape and size or level— of the profiles. The technique 
developed by Cattell (1949) is capable of performing such an 
operation. Coefficients of Pattern Similarity for terminal and 
instrumental values have been calculated,and coefficients are 
reported in matrix form under Tables 10 and 11 together with their 
calculated probabilities that indicate the level of confidence.
As it may be observed, the coefficients expressing pattern 
similarity, with the exception of two, are all negative in value. 
These indicate that the occupational groups differ from each other 
in the way they rank their values. Although the coefficients are 
not large, there are enough indications to show that persons in 
realistic occupational environments rank their values differently 
from those in artistic environments for both terminal and instru­
mental values. The same can be said concerning the differences 
between persons in the realistic occupational environment and the 
enterprising environment, between persons in the artistic and 
enterprising environments, between persons in the artistic and 
conventional environments, and between persons in the artistic and 
social environments.
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TABLE 10
CATTELL'S COEFFICIENTS OF PATTERN SIMILARITY FOR TERMINAL VALUES









Realistic -.124 -.477*** -.235* -.382*** -.244*
Investigative —.308** —.023 -.116 -.132
Artistic -.517*** -.488*** -.437***
Social -. 147 -.019
Enterprising -.165*
*p = .10 **p = .05 ***p = .01
TABLE 11
CATTELL'S COEFFICENTS OF PATTERN SIMILARITY FOR INSTRUMENTAL 









Realistic -.385*** -.533*** -.234* -.444*** .277*
Investigative -.105 -.103 -.183 -.372***
Artistic —.448*** -.322** -.480***
Social -.231* .074
Enterprising -.391***
*p = .10 **p = .02 ***p = .01
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From the data on terminal values, it can be concluded that 
persons from an investigative environment rank their values differently 
from those in an artistic environment. Looking at the instrumental 
values, it can be said that people from realistic environments 
rank their values differently from those in investigative environ­
ments, those from investigative environments differently from 
those in conventional environments, and those from conventional 
environments differently from those in enterprising environments.
The remaining comparisons yield somewhat low negative correlations 
or positive correlations. Although negative coefficients generally 
express a difference in the way values are ranked, the low corre­
lation coefficients are not sufficient to confirm the existence 
of a general trend.
Values that Discriminate Between Groups 
This section explores differences between the value rankings 
of persons from different occupational environments by looking at 
individual terminal and instrumental values. Two tests are applied 
to each of the 36 values under study. The first, the Extension of 
the Median Test, has been used by Rokeach and his associates 
(1973) in the analysis of their data involving the Value Survey.
The second, the more powerful Mann-Whitney U test (Siegal, 1956;
Senter, 1969) analyzes the individual values as persons from two 
occupational environments are compared separately.
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Discriminating Values
The Extension of the Median Test is applied to the 18 
terminal values and 18 Instrumental values as they have been 
ranked by the Individuals In the six occupational environments.
The resulting chi-squares, degrees of freedom, and associated 
probabilities at which the null hypothesis may be rejected, are 
summarized In Appendix D.
From these findings, seven terminal values and four Instru­
mental values have been Identified chat discriminate significantly 
(p 4 .10) between the six occupational groups. These eleven 
values are shown with their medians and composite rank orders In 
Table 12. Considering first the terminal value findings, the 
largest difference is obtained for a world of beautv. with artistic 
persons ranking It eighth and enterprising persons ranking It 
seventeenth. The composite rank for a sense of accomplishment Is 
first for artistic people, but ranks 8.5 for realistic persons, 
while Investigative persons rank It second, enterprising persons 
rank It third, conventional persons rank It fifth, and social 
persons rank it seventh. The third value, ^  exciting life, 
distinguishes sharply between artistic persons who assign It a 
rank of 9.5 and conventional persons who rank It seventeenth in 
their composite ranks.
Moving on to the Instrumental values, the greatest dif­
ference can be seen in the value imaginative. Artistic persons 
rank this value second, while realistic persons rank It seventeenth. 
It Is also interesting to note that persons from a social, enter-















SIGNIFICANT VALUES DISCRIMINATING BETWEEN OCCUPATIONAL ENVIRONMENTS 




















Mdn CR* Mdn CR Mdn CR Mdn CR Mdn CR Mdn CR
Terminal Values
A comfortable life 11.00 (13) 11.25 (13) 10.50 (12.5) 11.13 (11) 8.00 ( 6.5) 9.50 (10) .10
An exciting life 10.40 (11) 10.50 (10) 9.50 ( 9.5) 14.00 (15.5) 9.83 (10) 15.70 (17) .05
A sense of accom­
plishment 8.67 (11) 5.16 ( 2) 4.67 ( 1) 7.00 ( 7) 4.75 ( 3) 6.50 ( 5) .05
A world of beauty 12.25 (14) 13.25 (14) 9.00 ( 8) 14.00 (15.5) 14.83 (17) 11.50 (12.5) .02
Family security 3.13 ( I) 3.50 ( 1) 7.50 ( 6) 5.63 ( 2) 2.50 ( 1) 5.00 ( 1) .10
Mature love 9.75 (10) 10.50 (10) 8.17 ( 7) 11.71 (13) 8.50 ( 8.5) 12.50 (14.5) .10
Salvation 15.40 (18) 14.00 (15) 17.30 (18) 11.25 (12) 13.50 (15) 13.00 (16) .10
Instrumental Values
Capable 10.75 (14) 10.10 (12) 9.16 ( 9) 7.20 ( 3) 7.17 ( 5) 6.90 ( 4) .10
Clean 8.75 ( 9.5) 13.25 (17) 15.17 (17) 11.00 (15) 13.13 (17) 11.00 (13.5) .01
Imaginative 14.60 (17) 10.16 (13) 5.25 ( 2) 13.13 (16) 12.25 (16) 14.50 (16.5) .10
Intellectual 14.67 (18) 9.00 (10) 9.00 ( 8) 10.67 (13) 8.50 ( 7) 14.50 (16.5) ,01
00
VO
(/)(/) *CR means Composite Ranks
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prising, and conventional environment rank this value sixteenth, 
thus distinguishing themselves from artistic persons but not from 
each other or from realistic persons. The value intellectual also 
distinguishes between the six groups. Enterprising persons give 
it the highest ranking by assigning it a rank of seven, while 
realistic persons rank it eighteen. Artistic persons rank intel­
lectual eighth, investigative persons tenth, social persons thir­
teenth, and conventional persons give it a rank of 16.5. Realistic 
persons assign greater importance to the value clean (9.5), while 
investigative, artistic, and enterprising persons all assign it 
the rank of seventeen. This value helps distinguish realistic 
persons from the other three groups.
Differences Between Groups By Individual Values
The final step in the analysis of the data is to try to 
identify differences between occupational groups by comparing two 
at a time and isolating those values that contribute to this 
difference. The Mann-Whitney U test is used for this purpose.
The null hypothesis set up for testing states that the two occupa­
tional groups being compared have the same distributions in terms 
of rankings.
The computer program developed at Vanderbilt University to 
perform the operations and computations of the Mann-Whitney U test, 
has been used to compare the occupational groups two at a time.
The program yields information on the U statistics, the standard 
deviations, and z scores for each of the terminal or instrumental


































SIGNIFICANT Z-SCOHES IDENTIFYING UIFFEHENCES BETWEEN OCCUPATIONAL ENVIRONUENTS ACCORDING 
TO THE U4NN-WNITNEY U TEST ON TERMINAL VALUES
T e rm in a l
V alues
O ccu p atio n a l Groups Compared
HI HA RS HE RC lA IS  IE  10 AS AE AC SE SC ] EC
A c o m fo rta b le  l i f e - 2 .1 * - 1 .9 * -2 .6 » - 2 .0 *
An e x c it in g  l i f e -2 .5 * -3 .1 » » - 1 .7 *  - 2 . 0 * - 3 . 1 * *  - 3 .5 * * - 2 . 2 *  -2 .6 * 1
A sense o f  accom­ -2 .6 » - 1 .7 *
p lish m en t
A fto r ld  a t  peace -3 ,2 » »
A w o rld  o f  beauty -3 .2 » *  -1 .8 # - 3 . 6 * *  - 3 .8 » *  - 2 .2 *
E q u a lity
F a m ily  s e c u r ity -2 .5 »  -1 .7 # -2 .0 # -2 .0 #
Freedom -2 .4 » - 2 .2 * - 2 .0 *
Happiness - 2 . 0 *  - 2 . 2 *  - 1 .8 *
In n e r harmony -2 .7 »  - 2 . 3 *  - 2 .1 * - 1 .7 *
M ature love
N a tio n a l s e c u r ity
P leas u re - 2 .2 * - 2 .1 * - 2 .0 *  - 1 . 7 * - 2 .0 *  -1 .8 #
S a lv a tio n - 1 .7 * - 1 .8 * - 3 . 2 * *  - 2 , 3 *  - 2 .2 *
S e lf - re s p e c t - 1 .8 * - 1 .8 *
S o c ia l re c o g n itio n -1 .7 #
True fr ie n d s h ip -2 .0 # -1 .8 # - 2 ,3 *
Wisdom - 1 .8 *  - 2 .1 *































SIGNIFICANT Z-SCORtS IDENTIFYING DIFFERENCES ÜETWKEN OCCUPATIONAL ENVIRONMENTS ACCORDING 
TO THE UAtlN'WllITNEY U TEST ON INSTRUMENTAL VALUES
In s tru m e n ta l
Values
O ccu p atio n a l Groups Compared
R1 RA RS HR RC lA IS  IE  1C AS AE AC SE SC EC
A m bitious - 2 . 1 * - 2 .2 *
Broadminded - 2 . 1 * - 1 .7 *
Capable -2 .5 * - 1 .7 *  - 2 .0 * - 1 .0 * - 1 .9 *
C h e e rfu l - 1 .8 * - 2 .1 * - 1 .7 * - 2 . 0 *
C lean - 2 .7 *  - 3 . 2 * * -2 .6 * - 1 . 9 *  - 2 . 2 * - 2 .7 *  - 2 .9 * - 1 . 8 *  - 2 . 1 *
Courageous
F o rg iv in g
U e lp fu l - 1 ,8 *  - 2 . 1 *
Honest
Im a g in a tiv e - 2 .0 *  - 3 . 1 * * - 1 .7 *  - 1 .9 * - 3 .1 * *  - 2 .6 *
Independent - 1 .7 * - 1 . 9 *  - 3 .0 *
In t e l le c t u a l - 2 . 1 *  - 2 . 6 *  - 2 .1 * - 3 .6 * * - 1 .9 * - 1 .9 *  - 1 . 8 *  - 3 . 1 * *
L o g ic a l - 1 .7 * - 2 .1 * - 1 .9 * - 2 .3 * - 2 .2 *  - 2 .6 *
Loving - 1 .7 * - 2 .0 *
O bedient - 2 .1 * - 2 .3 *
P o l i t e - 2 .2 *  - 2 . 3 *  - 1 .8 * - 1 .7 * - 1 .8 *
R esponsib le - 1 .8 *  - 2 .3 * - 2 .1 * - 2 .6 * - 1 .7 *
S e l f  C o n tro lle d - 2 .1 *  - 2 .0 *
M>N
NOTE. A l l  Z -s c o re s  have been rounded o f f  to  one decim al p la c e . f f p  "  .05 •p  -  .01  ♦ •p  -  .001
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values being considered. The program also corrects for ties as 
well as handles large groups (n >  20). All the observed values of 
the z scores with an associated probability equal to or less than 
.05 have been listed in Table 13 for the terminal values and Table 
14 for instrumental values. These probabilities indicate for 
which values the null hypothesis may be rejected or which value 
ranking distributions contribute to the differences between the 
groups. This test identifies the values, both terminal and instru­
mental, which discriminate or point out the differences between 
groups when they are compared two at a time.
The findings reveal that in terms of terminal values, the 
greatest dissimilarities are found when (1) realistic persons are 
compared with social persons, (2) realistic persons are compared 
with enterprising persons, (3) artistic persons are compared with 
social persons, or when (4) artistic persons are compared with 
enterprising persons. Most discriminating values are a world 
of beauty, an exciting life, pleasure, and salvation.
In terms of instrumental values, it appears that the 
greatest dissimilarities surface between groups when the following 
are compared: (1) realistic and social persons, (2) realistic and
enterprising persons, (3) realistic and artistic persons, (4) artis­
tic and conventional persons, and (5) artistic and social persons. 
The values found to be most discriminating are clean, imaginative, 
intellectual, logical, and capable.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
94
Similarities
From the overall analysis thus far, it should be pointed 
out that there are more similarities than differences between the 
groups and in the way the values are ranked.
Summary of the Chapter 
In this chapter a description has been given of the value 
profiles of the subjects as they have been grouped into different 
occupational environments. Medians and composite rank orders have 
been used for most of the descriptions. Value profiles within 
each occupational environment have been compared with the use of 
the Kruskall-Wallis H test and the Kendall's Coefficient of 
Concordance; W. It has been found that the total sample, as well 
as persons within each occupational environment, is homogeneous. 
Next, the comparison of value profiles between occupational 
environments has been made utilizing (1) the Spearman Rank Cor­
relation Coefficient, (2) the Cattell's Index of Pattern Similarity, 
(3) an Extension of the Median Test, and (4) the Mann-Whitney U 
test. Finally, although there are values that show that the 
groups are different, there are really more that show how similar 
they are.
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SUMMARY, CONCLUSIONS, AND IMPLICATIONS
Snmrnary of the Findings
The purpose of this study was to identify the patterns of 
values held by individuals in different occupational environments, 
and to investigate the relationship between these value profiles 
and vocational choices. Three basic questions were raised to give 
direction to the study:
1. What value profile best describes chose held by 
persons employed in each of the occupational 
environments in Holland's typology?
2. Is there a difference in value profiles of persons
working in different occupations within each of the
six occupational environments?
3. Is there a difference in value profiles between each
of the six occupational groups?
From the statement of the problem, two null hypotheses were 
advanced for testing and validation:
1. Persons employed in the same occupational environment 
show no difference in their value profiles.
2. Persons employed in different occupational environments 
show no difference in their value profiles.
95
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To answer the questions posed, an attempt was made to 
describe the value profiles of persons employed In realistic. 
Investigative, artistic, social, enterprising, and conventional 
occupational environments. Next, the profiles of terminal and 
Instrumental values within and between each of the six occupational 
environments were compared. Finally, an effort was made to 
Isolate those particular values that discriminate between the 
occupational groups.
The 180 participants in this study were drawn from 49 
counties In southern Michigan. Together, they represented 165 
different occupations. They were asked to express their value 
systems by ranking the 36 values in the Rokeach Value Survey.
Their Individual value rankings or profiles were classified 
according to occupational environments suggested In Holland's 
typology of occupational classifications, and analyzed by procedures 
outlined In six statistical techniques— the Kruskal-Wallls one-way 
Analysis of Variance, the Kendall Coefficient of Concordance, 
the Spearman Rank Correlation Coefficient, Cattail's Coefficient 
of Pattern Similarity, the Extension of the Median Test, and the 
Mann-Whitney U Test.
This chapter summarizes the major findings, draws conclu­
sions and attempts to discuss these findings and their implications 
for further study and practical Implementation. Accordingly, the 
rest of the chapter has been divided Into (1) the relationship 
between value profiles and vocational choice, (2) conclusions, and 
(3) discussion and Implications.
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Value Profiles and Vocational Choice 
Value Profiles of the Population
Composite rank orders. The composite ranks derived from both 
medians and means of the ranks of individual values showed remarkable 
similarity. The correlation coefficients of the composite ranks were 
.994 for terminal values and .977 for instrumental values (p ̂  .001).
Terminal values. The composite rank order of terminal values 
showed that the subjects in this study considered family security as 
the most important value, followed closely by self-respect and free­
dom. The value considered least important as a guiding principle 
in their lives was national security. Two other values at the bottom 
of their list of priorities were salvation and social recognition.
Instrumental values. The value honest was considered the 
most important by the total sample. This was followed by responsible 
and broadminded. At the bottom of the list were clean, imaginative 
and obedient.
Value Profiles for Individual Occupational Environments
Although similarities existed in the rankings of individual 
values, each of the occupational groups ranked their priorities in 
a different order.
Terminal values. Realistic persons considered family security, 
freedom and self-respect as most important. Investigative persons 
listed family security, a sense of accomplishment and freedom. Artis­
tic persons chose a sense of accomplishment, self-respect and freedom. 
Social persons valued wisdom, family security, happiness and self- 
respect most. Enterprising persons ranked family security, self-
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respect and a sense of accomplishment at the top of their list. 
Conventional people considered family security, self-respect and 
happiness most important.
The three terminal values placed at the bottom the hierarchy 
of realistic persons were salvation, social recognition and national 
security, while investigative persons selected national security, 
pleasure and social recognition. Artistic persons ranked salvation, 
national security, and social recognition as least important and social 
persons ranked national security, pleasure, an exciting life, and 
a world of beauty as least important. Enterprising persons identified 
national security, a world of beauty and pleasure as the least impor­
tant values, while conventional persons chose national security, an 
exciting life and salvation to be placed at the bottom of their list.
Instrumental values. All six occupational groups chose 
honest as their most important value. Realist persons followed 
this value with responsible and self-controlled, while investigative 
persons chose responsible and broadminded. Artistic persons ranked 
Imaginative and responsible as the other two most important values 
in their system^' Social persons chose the values responsible and 
capable, while enterprising persons chose responsible and broadminded. 
Conventional persons also ranked responsible as the second important 
value, followed by ambitious.
All the groups, with the exception of realistic persons, 
named obedient as the least important value. The realistic persons 
chose intellectual instead. Other values at the bottom of their list 
of priorities were imaginative and logical. Investigative and
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artistic persons ranked clean as the seventeenth value and polite as 
the sixteenth out of the list of eighteen values. Social persons 
ranked polite and imaginative as the least important. Enterprising 
persons listed clean and imaginative at the bottom of their list 
while conventional people ranked imaginative and intellectual in those 
positions.
Group Similarities and Differences
In spite of individual differences, it was established that 
in terms of value rankings the subjects came from the same 
population. The Kruskal-Wallis one-way ANOVA test yielded H = .62 
with 107 degrees of freedom for terminal values and H = .266 with 
107 degrees of freedom for instrumental values (p ̂  .001).
The degree of agreement within each of the six occupational 
environments was confirmed with chi-squares ranging from 78.96 to 
153.04 with 17 degrees of freedom and significant to the .00001 level. 
The Kendall's Coefficient of Concordance ranged from .204 to .310.
Significant correlation coefficients ranging from .654 to 
.868 (p ̂  .01) characterized the correlation among the six occupa­
tional environments when systems of terminal values were compared.
For instrumental values, the correlation coefficients ranged from 
.359 to .782. Eleven out of the fifteen correlation coefficients 
were significant to at least the .01 level.
Negative correlation coefficients of pattern similarity, 
yielded by all 15 comparisons between occupational groups Involving 
terminal values and by 13 out of 15 comparisons between occupational 
groups involving instrumental values, indicated that, in general.
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persons in different occupational environments indeed ranked their 
values differently. However, among comparisons of terminal value 
rankings, only 6 out of the 15 had associated probabilities of at 
least .05 while 5 out of the 15 had probabilities of .01 or less. 
Among the coefficients involving instrumental value rankings, only 
8 out of the 15 had associated probabilities of .05 and 7 of these 
had at least probabilities of .01.
When terminal values were analyzed singly, only three—  
a world of beauty, a sense of accomplishment, an exciting life— met 
the criterion of p = .05, and only two instrumental values— clean 
and intellectual— satisfied the same standards, when the Extension 
of the Median Test was applied to the data.
Significant differences in individual rankings (p ^  .05) 
were detected when persons from the different occupational environ­
ments were compared two groups at a time. Artistic persons and 
realistic persons were found to differ from other groups most often 
when value rankings— both terminal and instrumental— were compared.
Summary of Hypotheses Tested 
It was hypothesized that persons employed in the same occu­
pational environment show no difference in their value profiles.
The evidence failed to reject the hypothesis at the .01 level.
It was hypothesized that persons employed in different 
occupational environments show no difference in their value pro­
files. The evidence rejected this hypothesis at the .05 level.
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Conclusions
From the evidences presented, the following conclusions 
are drawn:
1. The value rankings of Individuals studied reflect the 
economic conditions of our times as well as the Importance attached 
to some of the traditional values along the bicentennial theme.
The population also reveals an orientation toward action, reality,
and pragmatism In the way they rank their values.
2. Persons employed In the same occupational environment 
tend to rank their values In a similar way, while persons employed
In different occupational environments rank their values differently
from each other. It Is therefore possible to classify people Into 
occupational choice groupings by the way they rank their values.
3. It Is not possible to characterize the value profiles of 
all the occupational groups. Only artistic persons stand out dis­
tinctly from the others. They tend to rank their terminal values 
beginning with the self-centered ones and gradually moving out to
thi social ones. They also tend to rank moral values above competency 
or self-actuallzatlon values.
4. With the exception of comparisons between social and 
conventional persons, by careful observation of seven terminal and 
four Instrumental values. It Is possible to detect the differences 
that exist between all the occupational environments when they are 
taken two at a time.
5. The findings, though somewhat limited In scope, indicate 
that human values are correlated with occupational choice.
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Implications
The findings suggest definite directions further studies or 
practical applications might take.
Homogeneity within Occupational Environments
Although the evidence presented by Kendall's Coefficient 
of Concordance failed to reject the hypothesis that persons employed 
in the same occupational environment show no difference in their 
value profiles, the coefficients, W, appeared to be rather low.
More extensive research will have to be conducted to verify this 
conclusion. It is therefore recommended that a study involving 
larger populations or samples than those Identified for this study 
be made. It is further recommended that separate studies on each 
occupational environment with more representatives from fewer 
occupational subgroupings be conducted. In this respect, perhaps 
one representative occupation from each three-letter classification 
within each occupational environment could be selected.
Difference between Occupational Environments
Present evidences reject the hypothesis that persons employed 
in different occupational environments show no difference in their 
value profiles. The differences that exist between group value pro­
files have not been very extensive. More work needs to be done to 
confirm further the second conclusion of this study. It is recom­
mended that this study be replicated with larger samples in a wider 
geographical area.
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By Holland's definitions, the preferences and aversions 
associated with each occupational environment would make the fol­
lowing personality types very different from each other:
1. Realistic and artistic persons
2. Artistic and conventional persons
3. Realistic and social persons
4. Investigative and conventional persons
5. Investigative and social persons
6. Investigative and enterprising persons.
IVhen the value profiles of these groups were scrutinized (Tables 10 
and 11), significant differences (p ^  .01) were found for both terminal 
and instrumental values in paired comparisons between realistic 
and artistic persons as well as between artistic and conventional 
persons. Realistic and social persons differed in their value rankings 
when a lower criterion (p ^  .10) was accepted. Investigative persons 
differed from conventional persons only in their instrumental value 
rankings, while no significant differences were found between investi­
gative and social or enterprising persons. From these findings, it 
can be concluded that in terms of value profiles, Holland's theory 
could be partially upheld— in paired comparisons between realistic 
and artistic persons, artistic and conventional persons, and between 
realistic and social persons.
Other findings from paired comparisons of value profiles 
(Tables 10 and 11) are worthy of attention. The coefficients of 
pattern similarity reveal significant (p ^  .01) differences in 
terminal and instrumental value profiles when comparisons are made 
between (1) artistic and enterprising persons, and (2) artistic and
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social persons. At the .05 level of confidence, realistic and 
enterprising persons have been found to differ from each other.
A closer look at the comparisons (Tables 13 and 14) shows that the 
groups differ significantly in the way they rank at least four 
of the eighteen values in each list. These data indicate that sig­
nificant differences between artistic and enterprising persons, 
between artistic and social persons, and between realistic and 
enterprising persons, do exist in their value profiles. It is 
therefore recommended that further study be done to investigate 
whether, from the standpoint of value rankings, these differences 
indicate any alterations to Holland's classification system for 
occupational choice.
The data yield evidence that artistic persons are distinctly 
(p ^  .05) different from those in other occupational environments in 
terms of value profiles— with the exception of insturmental value 
rankings of investigative persons. To a lesser degree, the same 
could be said about realistic persons (p = .10). The evidence here 
suggests that it is possible to classify people into occupational 
choice groupings in terms of their value profiles and rankings.
For their terminal values, artistic persons tend to rank 
personal values, like a sense of accomplishment, self-respect and 
freedom, highest. These are followed by values that suggest inti­
mate relations with a small circle of other persons (like mature 
love, true friendship, and an exciting life). Finally, they list 
the broader social values, like social recognition, national security, 
and salvation. The pattern set here is one that starts with self
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and gradually moving outwards. Artistic persons are also concerned 
with experiencing the here-and-now conditions which could be grasped, 
manipulated and controlled by them. They place the values a sense of 
accomplishment, a world of beauty, and mature love higher than all 
the other occupational groups and rank family security, equality, and 
happiness lower than the others.
Artistic persons tend to rank the moral instrumental values of 
honest, responsible, loving, and broadminded higher than the other 
occupational groups. These values have an interpersonal focus which, 
when violated, bring about feelings of guilt for wrongdoing (Rokeach, 
1973, p. 8). Next comes some competency or self-actualizing values 
— independent, self-controlled, intellectual, and capable. What 
follows is a mixture of both types of values. In terms of instrumental 
values, artistic persons différé from the others only in one value, 
imaginative, which they rank higher than all the other occupational 
groupings.
Although realistic persons do not show a clear-cut pattern of 
preferences for terminal values as artistic persons, their value 
profiles reflect an orientation toward social values. (Social values 
are those that affect the welfare of other people.) They rank true 
friendship, equality, and freedom higher than the rest of the groups 
and a sense of accomplishment, inner harmony, and social recognition, 
lower than the others.
In terms of instrumental values, again, no clearly-defined 
trend is seen. Personal and interpersonal values are thoroughly mixed 
up in the rankings. However, when compared with other occupational
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groups, distinctive preferences in value rankings are observed. They 
rank clean, loving. obedient, and self-controlied higher than other 
groups while they place broadminded, capable, imaginative, independent, 
intellectual, and logical lower than all others.
While the discussion above suggests the possibility of classi­
fying people into occupational choice groupings in terms of their 
value profiles, more work needs to be done. It is recommended that 
several studies be designed and conducted to establish value profiles 
as described by Rokeach’s Value Survey for each of the occupational 
environments in Holland's typology. After the establishement of 
these profiles, several studies could be designed and conducted to 
test their predictive validities.
The study has shown that it is possible to correlate vocational 
choice with value systems in one way. A similar study conducted to 
examine the correlation between Holland's classification system with 
another approach in describing or measuring value systems would prove 
useful. In the same way, another study to establish the possibility 
of correlating Rokeach's system of measuring and describing values 
with some other system of classifying occupations would be equally 
enlightening.
Individual Values
The value rankings of the population studied reflect the 
conditions of the times. In these days of economic recession and 
increasing unemployment rates, it is not surprising that family 
security becomes of primary importance. Freedom and self-respect 
reflect a bicentennial year theme. There is further indication
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that the spirit of the pioneers of this country still exists in 
the expression and the ranking of the instrumental values of honest, 
responsible, broadminded, ambitious and independent at the top of 
the list of priorities. The population studied reveals an orienta­
tion toward action, reality, and practicality. Values like social 
recognition, salvation, and national security are left to the last 
in terms of priority since these values are perceived to be within 
the total control of the individual. The instrumental value rankings 
also reveal the same spirit of pragmatism with intellectual, imagi­
native, clean, and obedient appearing at the bottom of the list.
The use of individual values to sort out difference between 
the six personality types is one avenue worthy of further exploration. 
Thus far, the evidence suggests seven terminal and four instrumental 
values (Table 12) for further study. A closer look at the terminal 
value rankings of paired-comparisons between occupational environ­
ments (Table 13) reveals some rather conflicting evidence. While 
an exciting life does distinguish between seven paired comparisons, 
mature love does not indicate any differences (even when the con­
fidence level is lowered to .10, only one paired comparison— between 
enterprising and conventional persons— reveals a significant difference). 
The instrumental values isolated by the Median Test (Table 12) do show 
differences between groups when paired comparisons between occupational 
environments are made (Table 14). So far, with these 11 values, it 
is possible to detect the differences that exist between all the 
paired comparisons, except for that between social and conventional 
personality types. It is therefore recommended that further studies
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be conducted to isolate factors or clusters of values which are 
powerful enough to separate one personality type from the others.
Suggestions for Applications
A study of the individual responses to the Rokeach Value 
Survey confirms the uniqueness of each person's value system. However, 
when clustered as occupational personality types some agreement can 
be found in value profiles. This "unity" in diversity permits some 
speculations and recommendations for career education, vocational 
counseling, and personnel development.
Present correlations between value profiles and vocational 
choice underscore the necessity of values clarification as a component 
in career education curricula. Because values change with age and 
circumstances, the continuous examination of personal values over a 
period of time will help crystallize students' thinking of what is 
important to them in terms of personal goals for meaningful living.
It is therefore recommended that examination of personal values be 
worked into each grade level in planning career education curricula.
Vocational counselors would gain a greater understanding of 
the framework of priorities and evaluative criteria used in the deci­
sion making process of their clients when they can diagnostically 
measure value systems. It is therefore recommended that the Rokeach 
Value Survey be further developed to be used as one such tool. Typical 
value rankings for each occupation should be developed; and when the 
correlations between values and vocational choice are further con­
firmed, this device could be studied for predictive validity in terms 
of job satisfaction.
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Personnel officers in business could well utilize information 
on the relationship between value profiles and occupational environ­
ments. Periodically, studies on personal values of employees could 
be conducted to assess and to try to understand Che changing and 
developing value patterns that dominate the working atmosphere. Such 
information, when used in selection, placement and orientation, could 
greatly facilitate work adjustment and enhance job satisfaction, 
which in turn could lead to greater creativity and higher morale 
in the organization as a whole.
Causal Relationships
Thus far this study has been able to establish partially the 
relationship between value profiles and vocational choice according 
to systems and theories suggested by Rokeach and Holland. Further 
work needs to be done to determine causal relationships. For 
instance, it is not known if occupational choice affects values or 
vice versa. It is therefore recommended that other studies be carried 
out test the hypothesis that a person's values are not caused by his 
occupational choice or development. Such a study could also Include 
the effects that residence, sex, race, and age, in conjunction with 
vocational choice, have on values and their development.
Summary of Implications
Briefly, the implications cited in this study may be summarized 
as follows: (1) recommendations for further research, and (2) recom­
mendations for practical application.
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Recommendations for further research. The following recom­
mendations have been advanced:
1. A replication of this study with larger populations or 
or samples be made to further test and validate the two 
hypotheses of this study be made.
2. Separate studies on each occupational environment, with 
representative occupations from each three-letter classi­
fication, be







to test Holland's theory.
4. Separate studies be designed and conducted to establish 
the value profiles as described by Rokeach's Value Survey 
for each of the occupational environments in Holland's 
typology.
5. A simlar study be conducted to examine the correlation 
between Holland's classification system with another 
approach in describing or measuring value systems.
6. A similar study be conducted to examine the correlation 
between Rokeach's system with some other method of 
classifying occupations.
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7. A further study be made to Isolate factor:
of values that are powerful enough to sep;
personality type from the others.
Recommendations for practical application. Ii 
recommended that
1. The examination of personal values be worl 
grade level in planning career education
2. The Rokeach Value Survey be further devel 
as a diagnostic tool for the measurement 
systems to assist vocational counselors i 
greater insight into the framework of pri 
evaluative criteria used by their clients 
making.
3. Personnel officers periodically assess th 
value patterns that dominate the working 
use in making decisions related to select 
orientation and adjustment of new worker:
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Recommendations for further research. The following recom­
mendations have been advanced:
1. A replication of this study with larger populations or 
or samples be made to further test and validate the two 
hypotheses of this study be made.
2. Separate studies on each occupational environment, with 
representative occupations from each three-letter classi­
fication, be made.
3. Several studies be made to compare the value profiles of
a. Realistic and artistic persons
b. Artistic and conventional persons
c. Realistic and social persons
d. Investigative and conventional persons
e. Investigative and social persons
f. Investigative and enterprising persons 
to test Holland's theory.
4. Separate studies be designed and conducted to establish 
the value profiles as described by Rokeach's Value Survey 
for each of the occupational environments in Holland's 
typology.
5. A simlar study be conducted to examine the correlation 
between Holland's classification system with another 
approach in describing or measuring value systems.
6. A similar study be conducted to examine the correlation 
between Rokeach's system with some other method of 
classifying occupations.
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7. A further study be made to isolate factors or clusters 
of values that are powerful enough to separate one 
personality type from the others.
Recommendations for practical application. It has been 
recommended that
1. The examination of personal values be worked into each 
grade level in planning career education curricula.
2. The Rokeach Value Survey be further developed and used 
as a diagnostic tool for the measurement of value 
systems to assist vocational counselors in gaining 
greater insight into the framework of priorities and 
evaluative criteria used by their clients in decision­
making .
3. Personnel officers periodically assess the developing 
value patterns that dominate the working atmosphere for 
use in making decisions related to selection, placement, 
orientation and adjustment of new workers.
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APPENDIX A 
INSTRUMENTS
THE VALUE SURVEY 
INTERVIEW FORM 
INTERVIEW SCHEDULE






through Halgren Tests 
873 Persimmon Avenue 
Sunnyvale, California 94087
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1 2  3
Male Female 
1 2
Be 20 20-24 25-34 35-44 45-64
1 2 3 4 5
Occupational Classification 
IR 21 3A 4S 5E 6C f~i
Profile
Terminal ACL AEL ASC AWP AWE EQU FMS FDM HAP INH MÏL NAS PLS SAL SFR SOR TRF WIS
Instrumental AMB BRO CAP CHE OLE COU FOR HEL HON IMA IND INT LOG LOV OBE POL RES SEL
Other Information (Optional) 
Date of Birth ___________
Bducational Background 1 2 3 4 5 6 7 8 9  I II III IV F S J S 5 M Sp D Ps
Grade school High School College Graduate
Why did you choose your occupation?
INTERVIEW SCHEDULE
IntToductory Remarks
Clearly identify name, university, purpose of visit, type of 
study involved. Ask to speak to the person in charge. Carefully 
outline type of cooperation requested and time required.
Sitting Arrangements
Sit close to interviewee so that he can see what is written 
into the Interview Record Form. Instill confidence in the respondent 
on his ability to supply the information needed.
Guide Questions
1. What is your official title or occupation in this 
establishment?
2. How long have you been doing this work?
3. Would you consider this joy you are holding to be your 
life work or career?
4. This is the city of ____________ . The county is
(The interviewee should supply this information as a check.)
5. The zip code is _________ .
6. Would you mind if I wrote your name down?
7. Would you classify this area as urban or rural? Do 
you live right here in this city?
8. You are ___________ . (Circle the correct sex. Determine
racial origin and classify as white or other. Double 
check when subject has a Spanish-sounding name.)
9. Which age group would most accorately describe you?
10. Why did you choose this particular occupation as your
work? (This question will reveal educational background 
and work history of interviewee.) How did you prepare 
for the work you are now doing? What is your educational 
background? (Assess if interviewee qualifies as subject.)
117
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
APPENDIX B
FREQUENCY DISTRIBUTIONS OF TERMINAL AND INSTRUMENTAL
VALUES IN  SIX OCCUPATIONAL ENVIRONMENTS


































1 2 3 4 5
A comfortable life 1 2 1
An exciting life 2 2 I
A sense of accom­
plishment 1 5 1 I 3
A world at peace 5 3 I 1 2
A world of beauty 1
Equality I 2 I 2
Family security 6 6 4 2 2
Freedom 4 7 4 I 5
Happiness 2 4 4 4
Inner harmony 1 3 3 I
Mature love 2 I 3 2
National security 2 I 1
Pleasure 1 1 I
Salvation 5 1
Self-respect 1 2 4 4 2
Social recognition
True friendship 2 2 1 5 2


























9 10 11 12 13 14 15 16 17 18 Mdn
3 1 1 I 2 2 7 I 1 2 11.00
4 5 2 4 2 2 2 3 1 10.40
3 1 3 2 3 1 1 1 8.67
2 1 4 4 1 7.60
3 3 4 6 3 3 3 5 1 12.25
3 1 2 2 3 1 1 2 I 1 8.67
1 2 1 3.13
3 3 I 1 1 4.60
1 2 4 6 I 6.75
3 3 1 1 2 1 3 2 4 10.67
1 2 2 3 2 2 3 2 1 9.75
I 3 2 I 2 1 3 8 3 13.75
4 3 i 2 1 4 1 4 5 2 13.00
1 2 1 5 2 3 11 15.40
2 I I 2 1 1 6.00
I 5 2 6 2 5 3 7 14.75
2 4 2 3 2 I 7.38





























1 2 3 4 5 6 7 a 9 10 II 12 13 14 15 16 17 18 Mdn
A comfortable life 1 2 1 2 2 2 1 4 1 3 2 4 1 2 11.25
An exciting life 3 2 3 1 3 I 2 1 3 1 2 1 3 3 10.50
A sense of accom­
plishment 2 4 4 2 3 I 3 1 2 2 1 1 1 1 5.16
A world at peace 4 2 1 1 3 I I 3 2 2 2 1 2 2 1 8.83
A world of beauty 1 1 3 1 I 1 3 4 4 4 4 1 13.25
Equality 3 4 2 3 1 3 5 1 3 1 1 1 10.83
Family security 8 4 2 2 2 I 1 2 1 3 1 1 3.50
Freedom 3 1 3 5 2 4 2 2 2 2 2 5.50
Happiness I 2 5 2 1 2 3 1 4 1 3 1 2 7.83
Inner harmony 1 4 2 1 4 5 1 2 2 2 2 1 1 5.90
Mature love I I 2 1 1 4 2 2 3 3 1 2 1 2 1 1 10.50
National security 1 1 1 1 1 2 1 2 6 1 7 4 15.17
Pleasure 1 1 1 2 2 1 2 1 3 1 1 8 4 14.50
Salvation 5 1 I 1 1 1 1 1 1 2 2 1 10 14.00
Self-respect 1 3 2 3 3 I 5 1 1 2 I 3 2 6.70
Social recognition I 1 1 2 I 2 3 4 4 7 2 14.25
True friendship I I 2 4 1 1 2 2 4 3 2 2 1 1 1 10.50

































I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
A comfortable life 1 2 1 2 2 2 4 2 4 1 1 2 2 3 3 10.50
An exciting life 3 4 1 1 2 1 2 2 2 3 4 2 1 1 2 9.50
A sense of accom­
plishment 5 5 I 4 6 3 1 3 2 1 1 4.67
A world at peace 4 1 1 1 2 3 3 1 2 1 2 4 2 2 3 10.50
A world of beauty 2 1 I 2 3 4 2 4 3 3 2 2 I 9.00
Equality 2 2 3 4 2 6 2 3 3 3 2 11.00
Family security 3 4 3 2 I 1 2 4 2 2 2 3 1 2 7.50
Freedom 3 2 3 3 9 2 2 1 1 I 1 1 2 1 5.06
Happiness I 1 4 3 3 2 1 4 1 2 3 2 3 2 9.75
Inner harmony 5 5 1 4 2 3 2 I 3 2 1 1 1 1 7.00
Mature love 1 1 1 3 8 3 2 1 1 3 I 2 4 1 8.17
National security I 2 1 1 1 I 4 4 6 7 4 16.67
Pleasure 2 I 1 2 I 4 2 6 3 3 5 2 13.00
Salvation 2 1 1 1 I 1 1 1 3 5 15 17.30
Self-respect 4 4 4 3 5 3 2 1 3 1 2 4.70
Social recognition 1 1 1 2 1 4 3 2 3 4 4 4 2 13.83
True friendship 1 4 4 3 3 1 3 6 3 1 1 1 1 9.50































I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
A comfortable life 3 1 1 1 1 3 2 4 2 3 1 3 2 1 1 11,13
An exciting life 1 I 2 I 2 I 2 4 I 1 2 5 6 14,00
A sense of accom­
plishment 5 1 1 4 1 5 1 3 I 2 2 1 1 I 7,00
A world at peace 2 1 3 3 1 2 1 4 1 1 3 3 2 1 1 8,88
A world of beauty 1 2 1 1 2 2 2 I 5 2 6 2 2 14,00
Equality I 1 1 3 4 5 2 2 3 1 1 I 1 3 8,40
Family security 2 4 3 5 4 4 2 1 1 3 5.63
Freedom 4 1 3 2 3 3 1 2 I 4 2 2 1 ,6.00
Happiness 4 3 4 2 I 2 3 1 2 2 1 1 2 1 5,75
Inner harmony 5 5 4 I I 2 4 2 1 2 1 1 6,00
Mature love 2 3 1 I 2 I 3 7 2 3 4 11,71
National security 1 1 1 1 I 2 1 2 4 2 3 10 15.75
Pleasure 1 2 2 3 2 2 2 2 5 5 3 14.75
Salvation 5 1 5 I I 2 1 4 3 2 4 11.25
Self-respect 2 4 1 5 I 6 3 3 1 2 1 5:75
Social recognition I I 1 I 1 I 1 1 3 4 2 / 4 1 12,38
True friendship 1 2 3 2 2 2 2 3 2 3 2 2 2 1 7.67





























1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
A comfortable life 2 I 3 1 3 3 1 2 5 1 1 1 1 1 2 2 8.00
An exciting life 1 1 2 2 2 5 1 3 3 1 1 2 2 2 2 9.83
A sense of accom­
plishment 2 3 4 5 4 i 1 1 I I 2 4 1 4.75
A world at peace 2 I 2 4 2 1 1 2 1 6 3 2 3 11.50
A world of beauty 3 I 1 1 2 3 3 3 3 10 14.80
Equality 2 3 2 1 2 3 4 2 2 2 2 4 1 10.00
Family security 6 9 1 2 I 1 2 1 1 2 2 1 1 2.50
Freedom 4 2 4 2 2 2 2 4 I 1 1 1 1 2 1 8.00
Happiness 4 1 4 2 4 2 1 2 4 3 1 2 5.50
Inner harmony 1 2 3 I 1 6 1 2 3 3 1 3 2 1 8.50
Mature love 1 3 2 2 2 5 2 2 3 2 2 3 1 8.50







Pleasure 1 1 2 1 4 2 2 1 4 7 2 3 14.75
Salvation 3 1 I 1 2 1 1 3 2 2 1 2 3 7 13.50
Self-respect 3 6 3 3 3 4 3 1 2 1 1 4.50
Social recognition 2 1 1 3 3 3 1 3 3 1 1 1 7 12.83
True friendship 1 1 2 2 1 2 1 4 2 3 5 4 2 11.00


































1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn ,
A comfortable life 2 2 1 2 1 4 2 2 3 3 1 2 1 1 I 9.50
An exciting life 1 2 1 I 1 2 1 1 3 5 7 3 15.70
A sense of accom­
plishment 3 1 5 1 4 2 3 1 1 2 1 3 1 6.50
A world at peace 3 1 3 3 2 3 2 I 3 2 1 1 1 2 7.17
A world of beauty 2 I 1 5 1 4 1 3 3 3 I I 2 11.50
Equality 1 2 3 2 I 1 1 4 2 2 6 1 2 11.25
Family security 5 3 3 2 2 1 3 2 3 2 1 1 5.00
Freedom 2 1 5 2 3 2 I 1 4 2 I 2 1 I 6.00
Happiness 5 3 1 3 2 1 3 I 3 2 3 1 5.50
Inner harmony 4 1 2 2 3 1 2 2 3 1 3 1 2 1 8.00
Mature love 1 1 3 1 2 I 2 3 3 3 3 2 3 12.50
National security 1 1 I 2 1 2 4 1 2 7 4 15.75
Pleasure 2 1 2 1 2 1 3 2 1 2 2 3 3 1 2 11.50
Salvation 5 I 1 1 I 1 1 2 2 3 1 9 13.00
Self-respect 3 I 3 4 4 2 3 3 2 2 1 5.25
Social recognition 3 1 4 2 I 2 1 1 3 4 4 2 12.50
True friendship 2 1 2 2 3 2 3 2 3 5 2 1 9.17


































I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
Ambitious 9 I I 2 I 2 1 1 4 2 2 4 1 8.00
Broadminded 3 1 4 I 2 2 5 2 2 I 3 2 2 1 2 8.20
Capable 4 1 I 2 1 1 2 3 1 2 4 5 2 2 2 10.75
Cheerful 2 2 3 4 2 2 I 4 3 3 1 2 3 1 8.67
Clean 1 1 2 4 I 2 3 2 2 2 4 1 1 1 2 4 8.75
Courageous I 3 3 1 5 1 I I 3 4 4 1 3 1 1 10.67
Forgiving I 3 3 1 3 2 1 2 5 4 1 3 1 2 1 9.60
Helpful 1 1 1 1 5 2 3 4 1 1 3 I 1 3 2 2 1 8.13
Honest 6 8 2 5 2 2 I 1 1 2 2 1 3.60
Imaginative 2 I 2 2 2 1 3 3 5 6 2 4 14.60
Independent 1 5 5 2 2 1 2 1 5 2 1 3 1 2 8.75
Intellectual 1 1 I 1 1 2 1 3 3 2 3 6 5 3 14.67
Logical 1 I 3 2 3 2 I 2 5 3 1 5 4 12.80
Loving 1 2 3 3 I 4 3 2 3 1 i I 3 2 2 1 7.33
Obedient 2 1 I I 2 2 I 2 1 4 3 4 3 5 12.25
Polite 2 1 1 3 3 1 1 I 7 2 1 5 2 2 1 10.00
Responsible 4 3 3 1 5 3 3 3 i 2 4 1 6.67
































I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
Ambitious 2 3 2 2 1 2 2 2 1 2 3 1 2 3 7.50
Broadminded 1 4 2 3 3 3 I 3 1 2 2 1 2 6.83
Capable 2 4 I 3 1 5 3 3 1 2 I 1 1 10.10
Cheerful I 1 1 2 1 4 1 2 5 3 2 3 2 10.70
Clean 1 1 1 2 I 3 2 4 3 1 3 2 4 13.25
Courageous I 2 2 1 1 3 1 1 2 4 1 4 2 2 11.50
Forgiving 4 3 1 1 4 3 2 3 2 2 2 1 8.83
Helpful 1 2 3 1 3 3 2 4 4 2 2 1 10.00
Honest 9 4 2 L 1 I 1 4 2 I I 1 3.00
Imaginative 2 2 3 4 1 3 2 2 2 2 3 2 10.10
Independent I 2 I 1 4 3 3 1 2 1 2 2 2 1 1 1 8.17
Intellectual 2 3 2 2 2 1 I 1 1 I I I 1 I 2 3 3 9.00
Logical 1 2 1 4 3 1 2 1 2 2 1 4 4 8.50
Loving 3 2 I 2 2 1 4 1 2 1 I I 2 2 2 1 8.25
Obedient 2 1 2 1 1 3 2 2 1 1 5 7 14.50
Polite I 1 3 2 4 2 1 2 1 4 4 1 2 12.50
Responsible 3 5 3 4 2 3 2 I 3 1 1 4.25
































I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
Ambitious I 4 I I I 2 3 3 2 3 3 1 2 2 2 1 9.50
Broadminded 2 2 3 2 4 5 5 2 2 2 1 1 1 6.10
Capable 2 1 I 1 2 2 3 2 3 2 2 5 2 2 1 1 9.16
Cheerful I 1 1 2 I 1 3 2 2 2 2 5 2 3 2 2 11.50
Clean I 1 I 1 I 1 2 2 1 3 3 I 7 7 15.17
Courageous 1 2 3 4 3 3 2 3 3 1 3 2 1 1 9.50
Forgiving I 1 2 1 2 2 2 1 3 1 3 5 3 3 1 1 11.50
Helpful 2 1 2 1 1 2 1 2 5, 4 1 6 3 1 10.30
Honest 10 4 3 I 2 I I 2 1 1 3 1 2 3.17
Imaginative 5 2 4 2 4 I I 1 2 1 2 4 3 5.25
Independent 1 3 4 3 2 3 2 4 2 3 3 1 1 1 7.00
Intellectual I 3 2 2 3 1 2 I 2 1 1 2 2 2 2 3 2 9.00
Logical 1 2 4 2 3 3 1 1 1 1 2 3 5 3 12.50
Loving 2 2 5 1 3 5 1 3 1 2 3 2 2 6.10
Obedient 1 I 3 1 4 3 7 5 7 15.93
Polite 2 I 1 2 2 2 3 2 1 5 4 4 1 2 13.50
Responsible 5 I 7 1 4 3 3 2 1 1 4 6.00







Q . TABLE 24
" D
CD


























I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
Ambitious 1 1 3 1 3 1 2 2 1 1 5 2 2 2 2 10.00
Broadminded 2 3 3 3 4 2 2 4 1 2 1 1 1 7.38
Capable I 2 4 2 2 5 4 1 3 3 1 1 7.20
Cheerful 4 1 1 3 1 4 2 1 3 4 2 1 1 1 10.75
CJean 1 2 1 3 2 1 1 2 3 4 2 2 3 2 11.00
Courageous I 1 3 1 1 2 2 3 3 2 2 2 4 2 9.67
Forgiving 1 2 2 5 2 2 1 3 2 2 2 1 1 3 10.00
Helpful 2 6 3 1 1 1 2 2 4 3 2 1 1 9.75
Honest 11 4 2 3 1 1 1 2 2 2 2.38
Imaginative 2 1 2 3 2 2 4 2 3 2 2 4 13.13
Independent 1 3 1 3 2 4 1 1 1 2 3 3 2 2 9.00
Intellectual 1 3 5 1 4 3 1 3 2 2 1 3 10.67
Logical 2 2 4 1 1 3 3 4 2 4 1 2 10.00
Loving 5 1 1 3 1 3 3 1 2 2 3 3 1 7.67
Obedient 1 1 1 2 1 1 3 6 3 10 16.25
Polite 2 1 1 1 2 2 1 2 1 2 2 5 3 2 2 13.25
Responsible 3 8 4 2 4 3 2 1 1 1 3.38

































1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
Ambitious 1 5 4 3 1 1 4 3 2 2 1 I 1 1 6.50
Broadminded 3 3 2 3 2 3 1 3 2 1 3 I 3 6.17
Capable 5 1 1 5 1 3 2 2 2 3 I 3 1 7.17
Cheerful 3 1 1 3 2 3 3 4 2 4 2 1 1 12.17
Clean 1 1 2 3 2 1 2 4 6 2 2 4 13.13
Courageous 1 2 2 2 6 I 5 I 3 2 3 1 I 9.70
Forgiving 2 2 2 2 4 2 1 2 1 1 1 2 2 5 1 10.50
Helpful 2 I I 1 2 2 1 3 2 3 1 1 1 5 2 2 11.50
Honest 9 5 3 I 5 I 2 1 1 2 2.83
Imaginative I 1 3 I 1 5 4 3 3 1 2 3 2 12.25
Independent 3 2 2 2 2 2 1 5 1 2 2 1 1 2 2 7.70
Intellectual 2 I 3 4 3 I I 3 2 1 I 4 2 1 1 8.50
Logical 1 4 3 1 4 1 3 3 3 1 2 1 1 2 8.83
Loving 1 1 1 3 1 3 3 2 3 1 4 2 3 1 1 9.50
Obedient 1 1 2 1 1 1 4 3 6 10 16.67
Polite I 3 1 3 2 1 3 3 1 3 3 4 1 1 10.83
Responsible 1 6 2 4 2 3 1 2 5 1 2 1 5.50
































1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
Ambitious 1 4 4 1 1 3 2 1 1 I 1 I 2 3 1 1 6.50
Broadminded 2 2 2 2 3 I 3 3 3 2 1 8.17
Capable 1 3 3 1 2 2 5 1 2 4 1 3 6.90
Cheerful 1 5 4 2 I 2 2 I I 4 3 2 8.00
Clean 1 4 3 2 2 1 2 4 1 1 3 2 2 11.00
Courageous 2 1 1 1 2 1 3 I 1 1 1 3 2 1 2 1 3 1 10.50
Forgiving 1 2 2 3 2 1 3 3 6 2 1 10.50
Helpful 1 2 3 I 3 3 2 2 2 2 1 2 8.00
Honest 12 2 4 2 I 2 2 I 1 I 2.50
Imaginative I 1 I I I I I 2 1 2 2 2 3 4 5 14.50
Indpendent 2 3 2 1 3 I 2 3 I 4 2 2 1 1 8.50
Intellectual I 2 I 2 1 I 2 3 1 3 3 3 5 14.50
Logical 2 2 I 1 3 I I 4 2 4 3 2 2 12.25
Loving 2 2 2 2 4 2 2 4 2 I 2 1 1 1 8.50
Obedient I i 2 1 1 1 2 2 4 4 7 15.10
Polite I I I 4 3 3 2 2 1 2 2 2 4 11.00
Responsible 3 3 2 5 1 3 1 1 1 2 I 1 2 1 5.50




FREQUENCY DISTRIBUTIONS OF EACH TERMINAL
AND INSTRUMENTAL VALUE BY
OCCUPATIONAL ENVIRONMENTS


































I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
A coinforcable life
Realistic 1 2 1 2 2 4 3 1 1 1 2 2 7 1 1 2 11.00
Investigative I 2 1 2 2 2 1 4 1 3 2 4 1 2 11.25
Artistic 3 4 I 1 2 1 2 2 2 3 5 2 1 1 2 9.50
Social 3 1 1 1 1 3 2 4 2 3 1 3 2 1 1 11.13
Enterprising 2 1 3 1 3 3 1 2 5 1 1 1 1 1 2 2 8.00
Conventional 2 2 I 2 1 4 2 2 3 3 1 2 1 1 1 9.50
Total 6 9 8 5 8 10 8 9 17 11 12 12 12 8 15 12 9 9 10.41
An exciting life
Realistic 2 2 1 2 1 4 5 2 4 2 2 2 3 1 10.40
Investigative 3 I 3 1 3 1 2 1 3 1 2 1 3 3 10.50
Artistic 3 4 1 1 1 2 1 2 2 2 3 5 2 1 1 2 9.50
Social I I 2 1 2 1 2 4 1 1 2 5 6 14.00
Enterprising I L 2 2 2 5 1 3 3 1 1 2 2 2 2 9.83
Conventional I 2 1 1 1 2 1 1 3 5 7 3 15.70
Total 4 9 8 5 7 7 8 11 7 14 12 12 12 6 10 13 19 16 11.33
A sense of accomplishment
Realistic 1 5 1 1 3 1 2 4 3 1 3 2 3 1 1 1 8.67
Investigative 2 4 4 2 3 1 3 1 2 2 1 1 1 1 5.16
Artistic 5 5 1 4 6 3 1 3 2 1 1 4.67
Social 5 I 1 4 1 5 1 3 1 2 2 1 1 1 7.00
Enterprising 2 3 4 5 4 1 1 1 1 1 2 4 1 4.75
Conventional 3 1 5 1 4 2 3 1 1 2 1 3 1 6.50

















RANKINGS TABULATED BY INDIVIDUAL VALUES
Ranks
I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
5
c| A world ac peace
Realistic 5 3 1 1 2 2 2 5 n6. 1 4 4 1 7.60
1 Investigative 4 2 1 1 3 1 1 3 2 2 2 1 2 2 1 8.83
CD Artistic 4 1 1 1 2 3 3 1 2 1 2 4 2 2 3 10.50n Social 2 1 3 3 1 2 1 4 1 I 3 3 2 1 1 8.88"nc Enterprising 2 1 2 4 2 1 1 2 1 6 3 2 3 11.503.3" Conventional 3 1 3 3 2 3 2 1 3 2 1 I 1 2 7.17
CD
cS
Total 18 10 5 12 12 10 12 10 11 9 8 7 14 12 13 8 5 4 8.60
"O3 A world of beautyQ.C Realistic 1 1 3 3 4 6 3 3 3 5 1 12.25
Investigative 1 1 3 1 1 1 3 4 4 4 4 1 13.25
3 Artistic 2 1 1 2 3 6 2 4 3 3 2 2 1 9.00"Og Social 1 2 1 1 2 2 2 I 5 2 6 2 2 14.00
3- Enterprising 3 1 1 1 2 3 3 3 3 10 14.83CT Conventional 2 1 1 5 1 4 1 3 3 3 1 1 2 11.50
CDQ. Total 2 2 2 1 2 8 6 11 13 12 13 18 17 17 17 20 14 5 12.50
3-O EqualityC Realistic 1 2 i 2 4 5 1 3 1 2 2 3 1 1 2 1 1 8.67"O
CD Investigative 3 4 2 3 1 3 5 1 3 I I I 10.83
3 Artistic 2 2 3 4 2 6 2 3 3 3 2 11.00(/)
C/î
Social 1 1 I 3 4 5 2 2 3 1 1 I 1 3 8.40
o Enterprising 2 3 2 1 2 3 4 2 2 2 2 4 1 10.00
Conventional 1 2 3 2 1 1 1 4 2 2 6 1 2 11.25






























1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
Family security
Realistic 6 8 4 2 2 3 1 3 1 2 1 3.13
Investigative 8 4 2 2 2 1 1 2 1 3 1 1 3.50
Artistic 3 4 3 2 1 1 2 4 2 2 2 3 1 2 7.50
Social 2 4 3 5 4 4 2 1 1 3 5.63
Enterprising 6 9 1 2 1 1 2 1 1 2 2 I 1 2.50
Conventional 5 3 3 2 2 1 3 2 3 2 1 I 5.00
Total 30 32 16 10 11 12 13 13 5 7 5 4 10 6 3 2 1 4.68
Freedom
Realistic 4 7 4 1 5 I 1 1 3 3 1 1 1 4.64
Investigative 3 1 3 5 2 4 2 2 2 2 2 5.50
Artistic 3 2 3 3 9 2 2 1 1 1 1 1 2 1 5.06
Social 4 1 3 2 3 3 1 2 1 4 2 2 1 6.00
Enterprising 4 2 4 2 2 2 2 4 1 1 I 1 I 2 1 8.00
Conventional 2 I 5 2 3 2 1 1 4 2 1 2 I I 6.00
Total 20 12 18 15 26 14 9 9 13 16 5 5 4 2 5 4 3 5.46
Happiness
Realistic 2 4 4 4 2 2 1 1 2 4 6 1 6.75
Investigative 1 2 5 2 1 2 3 1 4 1 3 1 2 7.83
Artistic I 1 4 3 3 2 1 4 1 2 3 2 3 2 9.75
Social 4 3 4 2 1 2 3 1 2 2 1 1 2 1 5.75
Enterprising 4 1 4 2 4 2 1 2 4 3 1 2 5.50
Conventional 5 3 1 3 2 1 3 1 3 2 3 I 5.50































1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
Inner harmony
Realistic I 3 3 1 2 I 2 3 3 1 1 2 1 3 2 4 10.67
Investigative 1 4 2 I 4 5 1 2 2 2 2 1 1 5.90
Artistic 5 5 1 4 2 3 2 1 3 2 1 1 1 1 7.00
Social 5 5 4 1 1 2 4 2 1 2 1 1 6.02
Enterprising 1 2 3 I 1 6 1 2 3 3 1 3 2 1 8.50
Conventional 4 I 2 2 3 1 2 2 3 1 3 1 2 1 8.00
Total 2 16 19 13 15 12 12 12 8 12 12 6 7 9 6 5 7 7 7.58
Mutual love
Realistic 2 1 3 2 3 2 2 1 2 2 3 2 2 3 2 1 9.75
Investigative I 1 2 1 1 4 2 2 3 3 1 2 1 2 1 1 10.50
Artistic I 1 1 3 8 3 2 1 1 3 1 2 4 1 8.17
Social 2 3 1 1 2 1 3 7 2 3 4 11.71
Enterprising I 3 2 2 2 5 2 2 3 2 2 3 1 8.50
Conventional 1 1 3 1 2 1 2 3 3 3 3 2 3 13.50
Total 6 7 12 8 11 13 16 9 10 11 19 11 13 8 12 7 7 10.30
National security
Realistic 2 1 1 1 4 1 3 2 1 2 1 3 8 3 13.75
Investigative 1 1 1 1 1 2 1 2 6 1 7 4 15.17
Artistic I 1 1 1 1 1 4 4 6 7 4 16.67
Social 1 1 1 1 I 2 1 2 4 2 3 10 15.75
Enterprising 1 1 1 1 1 1 5 5 4 3 7 15.30
Conventional I 1 1 2 1 2 4 1 4 7 4 15.75





























1 2 3 4 5 6 7 ti 9 10 11 12 13 14 15 16 17 18 Mdn
■D
C5- Pleasure3- Realistic 1 1 I 1 2 4 3 I 2 1 4 1 4 5 2 1 3 .0 0
i Investigative 1 1 1 2 2 1 2 1 3 1 1 8 4 1 4 .5 03
CD Artistic 2 1 1 2 1 4 2 6 3 3 5 2 1 3 .0 0
Social I 2 2 3 2 2 2 2 5 5 3 14 .7 5
■nc Enterprising I 1 2 1 4 2 2 1 4 7 2 3 14 .7 53. Conventional 2 1 2 1 2 1 3 2 1 2 2 3 3 1 2 11 .5 0
Total 0 2 4 5 6 5 6 3 14 16 11 9 14 15 14 25 23 14 13 .5 6
Salvation
Realistic 5 1 2 1 2 1 5 2 3 11 15.40
Investigative 5 1 1 1 1 1 1 1 1 2 2 1 10 14.00
Artistic 2 1 I 1 1 1 I I 3 5 15 17.30
Social 5 1 5 1 1 2 1 4 3 2 4 11.25
Enterprising 3 1 1 1 2 1 1 3 2 2 1 2 3 7 13.50
Conventional 5 1 1 1 1 1 1 2 2 3 1 9 13.00
Total 25 5 2 3 2 6 5 4 3 4 5 5 8 6 16 11 14 56 14.94
Self-respect
Realistic 1 2 4 4 2 7 3 2 2 1 1 2 1 1 6.00
Investigative 1 3 2 3 3 1 5 1 1 2 1 3 2 6.70
Artistic 4 4 4 3 5 3 2 I 3 1 2 4.70
Social 2 4 I 5 1 6 3 3 1 2 1 5.75
Enterprising 3 5 3 3 3 4 3 1 2 1 1 4.50
Conventional 3 1 3 4 4 2 3 3 2 2 1 5.25






























I 2 3 4 5 6 7 8 9 10 11 12 13 14
Social récognition
Realistic 1 1 1 5 2 6
Investigative 1 1 1 2 1 2 3 4
Artistic 1 1 1 2 1 4 3 2 3
Social I 1 1 1 1 1 I 1 3 4
Enterprising 2 1 1 3 3 3 1 3 3
Conventional 3 1 4 2 1 3 1 1
Total 0 0 2 4 3 6 5 7 6 8 16 8 13 21
True friendship
Realistic 2 2 I 5 2 1 4 2 2 4 2 3 2
Investigative 1 1 2 4 1 1 2 2 4 3 2 2
Artistic 1 4 4 3 3 1 3 6 3 1
Social 1 2 3 2 2 2 2 3 2 3 2 2 2
Enterprising I 1 2 2 1 2 1 4 2 3 5 4
Conventional 2 1 2 2 3 2 3 2 3 5 2 1











































Realistic 6 1 3 1 2 1 4 4 1 1 2 4 1 1 1 7.13
Investigative 2 3 2 1 2 2 4 3 1 2 2 1 3 7.00
Artistic 5 3 4 3 1 1 3 3 2 1 1 1 2 2 6.50
Social 5 5 1 1 4 1 1 3 4 2 1 1 5.13
Enterprising 2 2 3 1 3 3 3 1 1 1 3 2 2 2 1 6.83
Conventional 3 2 3 3 1 2 2 1 2 2 2 1 1 1 2 7.50






























FREQUENCIES OF INSTRUMENTAL VALUE RANKINGS TABULATED BY INDIVIDUAL VALUES
Ranks
I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
Ambitious
Realistic 9 I 1 3 1 3 1 1 4 2 2 4 1 8.00
Investigative 2 3 2 2 1 2 2 2 1 2 3 1 2 3 7.50
Artistic 1 4 1 1 1 2 3 3 2 3 3 1 2 2 2 1 9.50
Social 1 1 3 1 3 1 2 2 1 1 5 2 2 2 2 10.00
Enterprising I 5 4 3 1 I 4 3 2 2 1 1 I 1 6.50
Conventional I 4 4 1 1 2 2 1 1 1 1 1 2 3 1 1 6.50
Total 15 18 14 9 9 9 10 13 10 5 9 8 12 6 8 5 II 9 7.96
Broadminded
Realistic 3 1 4 1 2 2 5 2 2 1 3 2 2 1 2 8.20
Investigative 1 4 2 3 3 3 1 3 1 2 2 1 2 6.83
Artistic 2 2 3 2 4 5 5 2 2 2 1 1 1 6.10
Social 2 3 3 3 4 2 2 4 1 2 1 1 1 7.38
Enterprising 3 3 2 3 2 3 1 3 2 1 3 1 3 6.17
Conventional 2 2 2 2 3 1 3 4 3 3 2 1 8.17
Total 13 6 18 12 12 19 13 13 13 12 7 8 10 3 5 3 3 8 7.17
Capable
Realistic 4 1 1 2 1 1 2 3 1 2 4 5 2 2 2 10.75
Investigative 2 4 1 3 1 5 3 3 1 2 1 I 1 10.10
Artistic 2 1 1 1 2 2 3 2 3 2 2 5 2 2 1 1 9.16
Social 1 2 4 2 2 5 4 1 3 3 1 I 7.20
Enterprising 5 1 1 5 1 3 2 2 2 3 1 3 1 7.17
Conventional 1 3 3 1 2 2 5 1 2 4 1 3 6.90

















TAKLE 28 (CONTINUED) 
FREQUENCIES OF INSTRUMENTAL VALUE RANKINGS TABULATED BY INDIVIDUAL VALUES
Ranks
I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
T3
eg- Cheerful
Realistic 2 2 3 4 2 2 1 4 3 3 1 2 3 1 8.67
i Investigative i i I 2 I 4 i 2 5 3 2 3 2 10.703
CD Artistic I 1 1 2 1 I 3 2 2 2 2 5 2 3 2 2 11.50n Social 4 I 1 3 1 4 2 1 3 4 2 1 1 1 10.75"nc Enterprising 3 I 1 3 2 3 3 4 2 4 2 1 1 12.17
3 .3" Conventional i 5 4 2 1 2 2 1 1 4 3 2 8.00
CD
cB
Total 3 12 12 6 9 10 10 15 5 9 16 9 15 14 15 11 5 4 10.39
■D
8 CleanQ.C Realistic 1 1 2 4 1 2 3 2 2 2 4 1 1 1 2 4 8.75
1 Investigative I I 1 2 1 3 2 4 3 1 3 2 4 13.25
3 Artistic I I I 1 1 1 2 2 1 3 3 1 7 7 15.17
T3g Social I 2 1 3 2 I 1 2 3 4 2 2 3 2 11.00
3- Enterprising 1 1 2 3 2 1 2 4 6 2 2 4 13.13
CT Conventional 1 4 3 2 2 1 2 4 1 1 3 2 2 11.00
CDQ.g
Total 2 5 6 8 9 6 6 8 11 6 15 14 10 14 10 9 18 23 12.07
3-
O Courageousc Realistic I 3 3 1 5 1 I 1 3 4 4 1 3 1 1 10.67
T3
CD Investigative 1 2 2 1 1 3 I 1 2 5 1 4 2 2 11.50
3 Artistic I 2 3 4 3 2 3 3 1 3 2 1 1 9.50
(/) Social 1 1 3 1 I 2 2 3 2 2 2 4 2 9.675' Enterprising i 2 2 2 6 I 5 1 3 2 3 1 1 9.70
Conventional 2 1 I 1 2 1 3 1 1 I 1 3 2 1 2 1 3 1 10.50






























I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
ForKivlnR
Realistic 1 3 3 1 3 2 1 2 5 4 1 3 1 2 1 9.60
Investigative 4 3 1 1 4 3 2 3 2 2 2 1 8.83
Artistic 1 I 2 1 2 2 2 1 3 1 3 5 3 3 1 1 11.50
Social 1 2 2 5 2 2 1 3 2 2 2 1 1 3 10.00
Enterprising 2 2 2 2 4 2 1 2 1 1 1 2 2 5 1 10.50
Conventional I 2 2 3 2 1 3 3 6 2 2 1 10.50
Total 3 13 7 8 7 6 13 15 11 13 8 16 17 10 11 6 12 4 10.04
Helpful
Realistic i 1 I 1 5 2 3 4 I I 3 1 1 3 2 2 1 8.13
Investigative I 2 3 1 3 3 2 4 4 2 2 1 10.00
Artistic 2 1 2 1 1 2 I 2 5 4 1 6 3 1 10.30
Social 2 6 3 I 1 I 2 2 4 3 2 1 1 9.75
Enterprising 2 I I 1 2 2 I 3 2 3 1 1 1 5 2 2 11.50
Conventional 1 2 3 1 3 3 2 3 2 2 2 1 2 1 8.00
Total 7 5 12 10 11 10 10 10 11 15 17 11 16 13 6 8 5 3 9.77
Honest
Realistic 6 8 2 5 2 2 I 1 1 2 2 1 3.60
Investigative 9 4 2 1 I 1 1 4 2 I 1 1 3.00
Artistic 10 4 3 1 2 1 1 2 1 1 3 1 2 3.17
Social II 4 2 3 I 1 I 2 2 2 2.38
Enterprising 9 5 3 1 5 1 2 1 1 2 2.83
Conventional 12 2 4 2 1 2 2 I 1 1 2.50














FREQUENCIES OF INSTRUMENTAL VALUE
(CONTINUED) 








1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
(O'
3" Imaginative
i Realistic 2 1 2 2 2 1 3 3 5 6 2 4 14.60
3
CD Investigative 2 2 3 4 1 3 2 2 2 2 3 2 10.10
Artistic 5 2 4 2 4 1 1 1 2 1 2 4 3 5.25
"n Social 2 1 2 3 2 2 4 2 3 2 2 4 13.13
3- Enterprising I 1 3 1 1 5 4 3 3 1 2 3 2 12.25
Conventional 1 1 1 1 1 1 1 2 1 2 2 2 3 4 5 14.50
CD
■D
Total 9 4 6 6 9 6 7 2 7 12 10 12 9 13 15 19 14 20 12.50
OQ.C Independent
a Realistic 1 5 5 2 2 1 2 1 5 2 1 3 1 2 8.75
O
3 Investigative I 2 1 1 4 3 3 1 2 1 2 2 2 1 1 1 8.17
■O Artistic I 2 4 3 2 3 2 4 2 3 3 1 1 1 7.00
O
3" Social 1 3 1 3 2 4 1 1 1 2 3 3 2 2 9.00
CT1—H Enterprising 3 2 2 2 2 2 1 5 1 2 2 1 1 2 2 7.70
CD
O. Conventional 2 3 2 1 3 1 2 3 1 4 2 2 1 1 8.50
g1—H Total 9 12 13 13 13 14 7 18 10 9 10 8 8 6 8 9 7 6 8.00
O Intellectual
■a Realistic 1 1 1 1 1 2 1 3 3 2 3 6 5 3 14.67
3 Investigative 2 3 2 2 2 1 1 1 1 1 1 1 1 1 2 3 3 9.00
Artistic I 3 2 2 3 1 2 1 2 1 1 2 2 2 2 3 2 9.00
w5' Social I 3 5 1 4 3 1 3 2 2 1 3 10.67
3 Enterprising 2 I 3 4 3 1 1 3 2 1 1 4 2 1 1 8.50
Conventional 1 2 1 2 1 1 2 3 1 3 3 3 5 14.50













1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
5
S' Logical
Realistic 1 1 3 2 3 2 1 2 5 3 1 5 4 12.80o
g Investigative 1 2 1 4 3 I 2 1 2 2 1 4 4 8.503CD Artistic 1 2 4 2 3 3 1 1 1 1 2 3 5 3 12.50
Social 2 2 4 1 1 3 3 4 2 4 1 2 10.00"nc Enterprising I 4 3 1 4 1 3 3 3 1 2 1 1 2 8.83%%3" Conventional 2 2 1 1 3 1 1 4 2 4 3 2 2 12.20CD Total 3 5 5 13 13 13 4 10 15 10 11 10 10 8 8 12 19 11 10.40
"D
O Loving
C Realiscic 1 2 3 3 1 4 3 2 3 1 1 1 3 2 2 1 7.33
a Investigative 3 2 I 2 2 1 4 1 2 1 1 1 2 2 2 1 8.25
3 Artistic 2 2 5 1 3 5 1 3 1 2 3 2 2 6.10
"Dg Social 5 1 1 3 1 3 3 1 2 2 3 3 1 7.67
3" Enterprising 1 I 1 3 1 3 3 2 3 1 4 2 3 1 1 9.50CT(—H Conventional 2 2 2 2 4 2 2 4 2 1 2 1 1 1 8.50CDQ.
g
Total 14 9 13 9 12 16 9 15 11 7 8 8 6 12 10 9 7 5 8.03
5
O Obedient
Realistic 2 1 1 1 2 2 1 2 1 4 3 4 3 5 12.25
"OCD Investigative 2 1 2 1 1 3 2 2 1 1 5 7 14.50
3 Artistic 1 1 3 1 4 3 7 5 7 15.93(/)(/) Social I 1 1 2 1 1 3 6 3 10 16.25
o' Enterprising 1 1 2 1 1 1 4 3 6 10 16.67
Conventional 1 1 2 1 1 1 2 2 5 5 7 16.10





























1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 Mdn
Polite
Realistic 2 1 1 3 3 1 1 L 7 2 1 5 2 2 1 10.00
Investigative 1 I 3 2 4 2 1 2 1 4 4 I 2 12.50
Artistic 2 1 1 2 2 2 3 2 1 5 4 4 1 2 13.50
Social 2 1 1 I 2 2 1 2 1 2 2 5 3 2 2 13.25
Enterprising 1 3 1 3 2 1 3 3 1 3 3 4 I 1 10.83
Conventional . 1 1 I 4 3 3 2 2 1 2 2 2 4 11.00
Total 0 4 4 8 6 8 11 11 7 19 14 8 9 18 21 16 9 7 11.35
Responsible
Realistic 4 3 3 1 5 3 3 3 1 2 4 1 6.67
Investigative 3 5 3 4 2 3 2 1 3 I 1 4.25
Artistic 5 1 7 1 4 3 3 2 1 1 4 6.00
Social 3 8 4 2 4 3 2 I 1 1 3.38
Enterprising I 6 2 4 2 3 1 2 5 1 2 1 5.50
Conventional 3 3 2 5 I 3 1 1 I 2 2 1 2 1 5.50
Total 14 30 15 23 10 21 7 10 11 11 6 4 3 7 6 1 1 5.30
Seif-conirolled
Realistic 2 2 1 1 3 2 4 1 3 1 1 2 2 1 3 4 6.67
InvestIgative 4 2 2 2 2 2 2 2 1 2 2 3 2 7.50
Artistic 2 3 2 2 3 4 1 2 1 2 2 1 2 4 1 7.50
Social I 3 3 2 3 6 1 I I I 5 2 8.92
Enterprising 1 1 I 3 2 3 1 I 1 3 3 3 4 2 1 11.82
Conventional 1 1 4 I I I 4 4 2 1 1 3 1 3 9.75
Total 11 7 7 10 16 8 14 9 18 7 6 5 8 8 9 19 9 9 8.94
W
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TABLE 29
DIFFERENCES BETWEEN OCCUPATIONAL ENVIRONMENTS 





A comfortable life 10.41 10.4078 .10
An exciting life 11.33 12.8269 .05
A sense of accomplishment 5.80 11.4321 .05
A world at peace 8.60 6.4509 .30
A world of beauty 12.50 13.5243 .02
Equality 10.41 5.0338 .40
Family security 4.68 9.4873 .10
Freedom 5.46 7.3551 .20
Happiness 6.93 2.7133 .80
Inner harmony 7.58 7.0389 .30
Mature love 10.30 9.3319 .10
National security 15.26 1.5578 .95
Pleasure 13.56 5.3646 .50
Salvation 14.94 10.2482 .10
Self-respect 5.44 5.5667 .50
Social recognition 14.07 4.3392 .60
True friendship 9.00 5.8031 .50
Wisdom 6.83 1.5455 .95
Instrumental Values
Ambitious 7.96 6.5114 .30
Broadminded 7.17 7.1661 .20
Capable 2.50 9.8317 .10
Cheerful 10.39 8.9631 .20
Clean 12.07 18.7126 .01
Courageous 10.04 4.9612 .50
Forgiving 10.04 2.1465 .90
Helpful 9.77 6.3361 .30
Honest 2.88 0.8509 .98
Imaginative 12.50 10.5517 .10
Independent 8.00 2.2936 .90
Intellectual 11.67 19.3195 .01
Logical 10.40 7.6250 .20
Loving 8.03 2.5688 .80
Obedient 15.88 6.0144 .30
Polite 11.35 6.5230 .30
Responsible 5.30 8.9105 .20
Self-controlled 8.94 4.3362 .50
d.f. = 5
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
BIBLIOGRAPHY
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
BIBLIOGRAPHY
A. Books and Monographs
Allport, G. W.; Vernon, P. E.; and Lindzey, G. Study of Values,
revised edition. Boston: Houghton Mifflin Company, 1951.
Beech, R. P. "Value Systems in Calcutta: A study of Four Occupational
Groups." Bengal; Change and Continuity. Edited by 
R. P. Beech and M. J. Beech. East Lansing, Michigan:
Asian Studies Center, Michigan State University, No date.
Bell, H. M. Matching Youth and Jobs. Washington, D.C.: American 
Council on Education, 1940.
________ . Youth Tell Their Story. Washington, D.C.: American
Council on Education, 1938.
Brill, A. A. Basic Principles of Psychoanalysis. Garden City,
New York: Doubleday and Company, Inc., 1949.
Bross, I. D. Design for Decision. New York: Macmillan Book Com­
pany, 1963.
Brown, Duane. Students' Vocational Choices: A Review and Critique.
New York: Houghton Mifflin Company, 1970.
Buehler, Charlotte. Der Menschlische Lebenslauf als Psychologisches 
Problem. Leipzig: Hirzel, 1933.
Caplow, T. The Sociology of Work. Minneapolis: University of
Minnesota Press, 1954.
Carter H. D. "The Development of Interest in Vocations." Adolescence, 
in Forty-third Yearbook of the National Society for the 
Study of Education, pt. 1, pp. 225-276. Chicago: Department
of Education, University of Chicago, 1944.
Clark, H. I. Economic Theory and Correct Occupational Distribution.
New York: Teachers College Bureau of Publications, 1931.
Crites, John 0. Vocational Psychology: The Study of Vocational
Behavior and Development. New York: McGraw-Hill Book
Company, 1969.
147
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
148
Cronbach, L., and Gleser, G. C. Psychological Tests and Personnel 
Decisions, ürbana, Illinois: University of Illinois
Press, 1957.
Davidson, P. E., and Anderson, H. D. Occupational Mobility in an 
American Community. Stanford, California: Stanford
University Press, 1937.
English, H. B., and English, A. C. A Comprehensive Dictionary of 
Psychological and Psychoanalytical Terms. New York:
David McKay Company, 1958.
Feather, Norman T. Values in Education and Society. Riverside,
New Jersey: The Free Press, 1975.
Ferguson, George A. Statistical Analysis in Psychology and Education. 
4th ed. New York: McGraw-Hill Book Company, 1976.
Freud, S. Beyond the Pleasure Principle. London; Hogarth Press, 
1922.
Friend, J. G., and Haggard, E. A. "Work Adjustment in Relation to 
Family Background." Applied Psychology Monographs, 1948,
No. 16.
Ginzberg, E.; Glnsburg, S. W.; Axelrad, S.; and Herma, J. L.
Occupational Choice: An Approach to a General Theory.
New York: New York: Columbia University Press, 1951.
Gooch, S., and Pringle, M. L. Four Years On. London: Longmans,
1966.
Gordon, L. Survey of Interpersonal Values. Chicago: Science
Research Association, I960.
Herr, Edwin L. Decision-Making and Vocational Development.
Boston: Houghton Mifflin Company, 1970.
Holland, John L. Making Vocational Choices: A Theory of Careers.
Englewood Cliffs, New Jersey: Prentice-Hall, Inc., 1973.
Hollingshead, A. B. Elmtown's Youth. New York: John Wiley
Company, 1949.
Hoppock, R. Occupational Information. New York: McGraw-Hill
Book Company, Inc., 1967.
Inkeles, A. "Industrial Man: The Relation of Status to Experience,
Perception, and Value." In Society and Self, pp. 431-475. 
Edited by B. H. Stoodley. New York: The Free Press of
Glencoe, 1962.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
149
Katz, M. Decisions and Values: A Rationale for Secondary School
Guidance. Princeton, New Jersey: College Entrance Examina­
tion Board, 1963.
Kecskemetl, P. Meaning. Communication and Value. Chicago, Illinois: 
The University of Chicago Press, 1952.
Lazarsfeld, P. Jugend and Bereuf. Jena: C. Fischer, Inc., 1931.
Maslow, A. H. Motivation and Personality. New York: Harper and
Row, 1954.
Miller, D. C., and Form, W. H. Industrial Sociology. New York: 
Harper and Row, 1951.
Morris, C. Varieties of Human Values. Chicago: University of
Chicago Press, 1956.
Murray, H. A. Explorations In Personality; A Clinical and Experi­
mental Study of Fifty Men of College Age. New York:
Oxford University Press, 1938.
Oslpow, Samuel H. Theories of Career Development, 2nd ed. Engle­
wood Cliffs, New Jersey: Prentlce-Hall, Inc., 1973.
Parsons, F. Choosing a Vocation. Boston: Houghton Mifflin Com­
pany, 1909.
Prescott, D, A. Emotion and the Educative Process. Washington,
D.C.: The American Council on Education, 1938.
Reinhardt, J. M. Social Psychology. Chicago: J. B. Llpplncott
Company, 1938.
Roe, A., and Slegelman, M. Origin of Interests. APGA Inquiry
Series— No. 1. Washington, D.C.: American Personnel and
Guidance Association, 1964.
Rokeach, M. Value Survey. Form D. Sunnyvale, California: Halgren
Tests, 1967.
________. The Nature of Human Values. New York: The Free Press,
1973.
Rosenberg, M. Occupations and Values. Glencoe. Illinois: The
Free Press, 1957.
Roth, Robert M.; Hershenson, David B.; and Hilliard, Thomas. The 
Psychology of Vocational Development: Readings In Theory
and Research. Boston: Allyn and Bacon, Inc., 1970.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
150
Scott, W. Values and Organizations; A Study of Fraternities and 
Sororities. Chicago: Rand McNally, 1965.
Setter, R. J. Analysis of Data: Introductory Statistics for the
Behavioral Sciences. New York: Scott,* Foreman, and
Company, 1969.
Siegal, S. Nonparametric Statistics for the Behavioral Sciences. 
New York: McGraw-Hill Book Company, 1956.
Super, D. E. The Dynamics of Vocational Adjustment. New York: 
Harper and Brothers, 1942.
________. The Psychology of Careers. New York: Harper and Row,
1957.
________, and Overstreet, P. L. The Vocational Maturity of Ninth
Grade Boys. New York: Teachers College Bureau of Publica­
tions, 1960.
________; Starishevsky, R.; Mathin, N.; and Jordaan, J. P. Career
Development: Self-Concept Theory. Princeton, New Jersey:
College Entrance Examination Board, 1963.
Terman, L. M. Genetic Studies of Genius. Stanford: Stanford 
University Press, 1925.
Tiedeman, D. V., and O'Hara, R. P. Career Development: Choice and
Adi us tment. New York: College Entrance and Examination
Board, 1963.
Vincent, E. L., and Martin, P. C. Psychological Development. New 
York: The Ronald Press Company, 1961.
Vroom, V. H. Work and Motivation. New York: John Wiley and
Sons, 1964.
Woodruff, A. D. The Psychology of Teaching, 3rd ed. Westport, 
Connecticut: Greenwood Press Publishers, 1951.
Wattenberg, W. W. The Adolescent Years. New York: Harcourt,
Brace and Company, 1955.
Williams, Robin M. "Values." In International Encyclopedia of the
Social Sciences, pp. 283-291. Edited by E. Sills. New York: 
Macmillan and Company, 1968.
Zaccaria, Joseph S. Theories of Occupational Choice and Vocational 
Development. Boston: Houghton Mifflin Company, 1970.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
151
B. Journals and Magazines
Anderson, N. H. "Likableness Ratings of 555 Personality Trait 
Words." Journal of Personality and Social Psychology 9 
(May-Junel968): 272-297.
Andrews, H. A. "Beyond the High-Point Code in Testing Holland's
Theory." Journal of Vocational Behavior 6 (February 1975): 
101-108.
Bales, R., and Couch, A. "The Value Profile: A Factor Analytic
Study of Value Statements." Sociological Enquiry 39 
(Winter 1969): 3-17.
Battle, H. J. "Relation Between Personal Values and Scholastic
Achievement." Journal of Experimental Education 26 (September 
1957): 27-41.
Blau, Peter M. ; Gustad, John W.; Jessor, Richard; Parnes, Herbert S.;
and Wilcock, Richard C. "Occupational Choice: A Conceptual 
Framework." Industrial Labor Relations Review 9 (July 1956): 
531-46.
Bordin, E. S. "A Theory of Vocational Interests as Dynamic Phenomena." 
Educational and Psychological Measurement 3 (Spring 1943):
4 9 - 5 6 .
________; Nachmann, Barbara; and Segal, Stanley J. "An Articulated
Framework for Vocational Development." Journal of Counseling 
Psychology 10 (Summer, 1963): 107-117.
Cattell, R. B. "rp and Other Coefficients of Pattern Similarity." 
Psychometrika 14 (December, 1949): 279-298.
Dukes, W. F. "Psychological Studies on Values." Psychological Bulletin 
55 (January 1955): 24-50.
Feather, N. T. "Educational Choice and Student Attitudes in 
Relation to Terminal Values." Australian Journal of 
Psychology 22 (August 1970): 127:144.
"Value Systems in State and Church Schools." Australian
Journal of Psychology 22 (December): 229-313.
"Similarity of Value Systems as a Determinant of Edu­
cational choice at University Level." Australian Journal 
of Psychology 23 (August 1971): 201-211.
"Test-retest Reliability of Individual Values and Value 
Systems." Australian Psychologist 6 (November 1971): 181-88.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
152
________ . "Value Similarity and School Adjustment." Australian
Journal of Psychology 24 (August 1972): 193-208.
________ . "Value Change Among University Students." Australian
Journal of Psychology 25 (April 1973): 57—70.
Fingarette, H. "Background of American Values." California Journal 
of Elementary Education 23 (February 1955): 155-172.
Fishbume, F. J., Jr., and Walsh, W. B. "Concurrent Validity of
Holland's Theory for Non-College Degreed Workers." Journal 
of Vocational Behavior 8 (in press, 1976).
Fletcher, F. M. "Concepts, Curiosity and Careers." Journal of 
Counseling Psychology 13 (Summer 1966): 131-138.
Forer, B. R. "Personality Factors in Occupational Choice."
Educational and Psychological Measurement 13 (Autumn 1953): 
361-366.
Gelatt, H. B. "Decision-Making: A Conceptual Frame of Reference
for Counseling." Journal of Counseling Psychology 9 
(Fall 1962): 240-245.
Ginzberg, E. "Toward a Theory of Occupational Choice: A Restatement."
Vocational Guidance Quarterly 20 (March 1972): 169-176.
Harvey, D. W., am. Winnfield, R. W. "Extending Holland's Theory 
to Adult Women." Journal of Vocational Behavior 3 
(April 1973): 115-127.
Hewer, Vivian H. "What do Theories of Vocational Choice Mean to 
the Counselor?" Journal of Counseling Psychology 10 
(Summer 1963): 118-125.
Hilton, T. L. "Career Decision-Making." Journal of Counseling 
Psychology 9 (Winter 1962): 291-298.
Holland, J. L., and Gottfredson, G. D. "Predictive Value and
Psychological Meaning of Vocational Aspirations." Journal 
of Vocational Behavior 6 (June 1975): 349-363.
Holland, J. L.; Sorensen, A. B.; Clark, J. P.; Nafziger, D. H.;
and Blum, Z. D. "Applying an Occupational Classification 
to a Representative Sample of Work Histories." Journal 
of Applied Psychology 58 (January 1973): 34-41.
Holland, J. L., and Whitney, Douglas R. "Career Development."
Review of Educational Research 39 (April 1969): 227-237.
Horn. J. L. "Significance Tests for Use with rp and Related
Profile Statistics." Educational and Psychological Measurement 
21 (Summer 1961): 363-370.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
153
Hsu, C. C. "A Conceptual Model of Vocational Decision-Making." 
Experimental Publication Svstem 8 (1970): 270-276.
Jenson. David A., and Dillev. Josiah S. "Vocational Decision- 
Makine Models: A Review and Comoarative Analvsis."
Review of Educational Research 66 fSuramer 19761: 331-369.
Katz, M. "A Model of Guidance for Career Decision-Making."
Vocational Guidance Quarterly 15 (September 1966): 2-10.
Kaldor. D. R.. and Zvrowski. D. G. "A Maximizing Model of Occunational 
Decision-Making." Personnel and Guidance Journal 67 
CAoril 1969): 781-788.
Linsett. Laurence. "Social Factors in Vocational Development."
Personnel and Guidance Journal 60 (January 1962): 632-
637.
McQuitty, L. L.; Banks, R. G.; and Frary, J. M. "Submatrices of 
Interassociations for Scoring Intterrelatedness within 
Matrices as an Index of Psychological Disturbance."
Multivariate Behavioral Research 5 (October 1970): 679- 
688.
Meadow, L. "Toward a Theory of Vocational Choice." Journal of 
Counseling Psychology 2 (Summer 1955): 108-112.
Morrison, R. P., and Arnold, S. J. "A Suggested Revision in the
Classification of Nonprofessional Occupations in Holland's 
Theory." Journal of Counseling Psychology 21 (November- 
December 1976): 685-688.
Mosel, James N., and Roberts, June B. "The Comparability of 
Measures of Profile Similarity: An Empirical Study."
Journal of Consulting Psychology 18 (February 1956): 61-
66.
Newsome, G. L., Jr., and Gentry, H. W. "Values and Educational 
Decisions." The National Elementary Principal 62 (Nov­
ember 1962): 26-29.
Parsons, G. E., and Wigtil, J. V. "Occupational Mobility as 
Measured by Holland's Theory of Career Selection."
Journal of Vocational Behavior 5 (December 1976): 321-
330.
Perrone, Philip A. "Vocational Development." Review of Educational 
Research 36 (April 1966): 298-307.
Rettig, S., and Pasamanick, B. "Changes in Moral Values Among
College Students: A Factorial Study." American Sociological
Review 26 (December 1959): 856-863.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
154
Roe, Anne. "Early Determinants of Vocational Choice." Journal of 
Counseling Psychology 4 (Fall 1957): 212-217.
Schaffer, R. H. "Job Satisfaction as Related to Need Satisfaction 
in Work." Psychological Monographs 67 (1953).
Shorr, J. "The Development of a Test to Measure the Intensity of 
'Values." Journal of Educational Psychology 44 (May 1953): 
266-274.
Super, D. E. "A Theory of Vocational Development." American Psy­
chologist 8 (May 1953): 185-190.
________ . "Dimensions and Measurement of Vocational Maturity."
Teachers College Record 57 (December 1955): 151-163.
Tennyson, W. Wesley. "Career Development." Review of Educational 
Research 38 (October 1968): 346-366.
Tiedeman, D. V. "Decision and Vocational Development." Personnel 
and Guidance Journal 40 (September 1961): 15-20.
Walz, Garry R. "Vocational Development Process." Review of Educa­
tional Research 33 (April 1963): 197-204.
Wigington, J. H., and Apostal, R. A. "Personality Differences
Among Men in Selected Air Force Specialties." Journal of . 
Counseling Psychology 20 (September-October 1973): 454-
458.
Zytowski, Donald G. "The Concept of Work Values." The Vocational
Guidance Quarterly 18 (March 1970): 176-186.
C. Unpublished Materials
Bitter, D. C. "An Analysis of the Values and Value Systems Reported 
by Students, General Public, and Educators in a Selected 
Appalachian Public School District." Ph.D. dissertation, 
Michigan State University, 1973.
Carroll, Frank T. "College Student Values and Occupational Choice 
in a Conservative, Private, Liberal Arts College." Ph.D. 
dissertation, Claremont Graduate School and University,
1970.
Cole, R. A. "A Study of Values and Value Systems of Pre-Adolescent 
School Children." Ph.D. dissertation, Arizona State 
University, 1972.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
155
DeWit, F. "The Measurement of Values by Means of Analysis of
Judgments." Ph.D. dissertation. University of Illinois, 
1955.
Ewell, A. H., Jr. "The Relationship Between Rigidity of Moral
Values and the Severity of Functional Psychological Illness: 
A Study of War Veterans of One Religious Group." Ph.D. 
dissertation. New York University, 1954.
Fabry, J. J. "An Investigation of Holland's Vocational Theory 
Across and Within Selected Occupational Groups." Ph.D. 
dissertation. University of Kansas, 1974.
Hague, W. "Value Systems and Vocational Choice of the Priesthood." 
Ph.D. Dissertation, University of Alberta, 1968.
Katz, M. "A Critical Analysis of the Literature Concerned with 
the Process of Occupational Choice in High School Boys." 
Harvard Studies in Career Development, no. 6. August 
1954. (Mimeographed.)
Mulder, C. T. "A Study of Parent, Student, and Teacher Value
in a Mid-West Christian School System." Ed.D. dissertation. 
Western Michigan University, 1973.
Sikula, A. F. "A Study of the Values and Valye Systems of College 
Roommates in Conflict and Nonconflict Situations, and an 
Investigation to Determine Whether Roommate Conflict can 
be Attributed to Differing Values and Value Systems."
Ph.D. dissertation, Michigan State University, 1970.
Smith, Morris L. "A Study of Individuals' Responses to Cliches as 
Indicators of Their Values and Vocational Preferences."
Ed.D. Dissertation, University of Arkansas, 1974.
Sundin. Marvel K. "Persistence and Change in Career Choice Among 
Seventh-day Adventist College Youth." Ph.D. dissertation, 
University of Michigan, 1971.
Walker, H. E. "A Study of Differences in Expressed Values of High 
School Seniors in Selected Secondary Schools." Ph.D. dis­
sertation, University of Maryland, 1969.
Wasserman, D. "Personality and Vocational Choice of Adolescent 
Girls." Master's thesis. University of Calgary, Alberta 
Canada, 1974.
Williams, Constance Marie DiSipio. "Personality Factors, Value 
Patterns, and Occupational Choices of Male Graduates."
Ph.D. dissertation. The University of North Dakota, 1970.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
VITA
Name: Wong Yew Chong
Permanent Address: 5 Jalan Nagor, Pulau Pinang, MALAYSIA
Degree and date to be conferred: Ed.D., 1976
Date of birth: December 25, 1943
Place of birth: Penang, Malaysia
Secondary education: Penang Free School, Penang, Malaysia
Collegiate institutions attended 
Southeast Asia Union College 
Philippine Union College 
Philippine Union College 
Philippine Union College 
Andrews University 
Major: Educational psychology and counseling
Minor: Educational administration
Positions held: Bible Teacher, Sunny Hill School, Sarawak, Malaysia,
1966-1969. School chaplain. Sunny Hill School, 
1968-1969.
Member, Examination Team, Religious Knowledge paper, 
Sarawak Junio Examinations, 1966-1969.
Church pastor, Kuching Seventh-day Adventist Church, 
Kuching, Sarawak, Malaysia, 1968-1968.
College Instructor, Bible Department, Southeast Asia 
Union College, 1970-1974; Education Department, 
Southeast Asia Union College, Singapore, 1971-1974.
Dean of Men, Southeast Asia Union College, Singapore, 
1971-1972.
Assistant College Dean, Southeast Asia Union College, 
Singapore, 1972.
Dean of Students, Southeast Asia Union College, 
Singapore, 1973-1974.
Administrative Assistant for Research, Hewitt Research 







Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
